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There is a wealth of studies which suggest that manager’s positive 
perceptions/expectations can considerably influence organisational 
performance; unfortunately, little empirical evidence has been obtained from 
development studies. This first time research explores how Japanese aid 
workers’ perceptions towards the local staff affects their behaviour and 
performance in cross-cultural project settings. Moreover, this research focuses 
on the perceptual and behavioural trait differences of successful and 
unsuccessful aid workers. 
With cooperation from Japan International Cooperation Agency (JICA), 244 
valid responses were obtained from the aid workers (managers) through a web-
based survey. 
As a result of statistical analysis, positive causal relationships were confirmed 
between perception related factors and behaviour related factors and the 
organisational performance variable. These results strongly suggest that aid 
worker’s positive perceptions result in positive behaviour in local colleagues and 
subsequently higher organisational performance. In addition, it was discovered 
that the aid workers’ positive perception/expectation about work and their local 
colleagues was related to higher organisational performance, whilst conversely, 
the negative perception on their part was generally associated with negative 
behaviour and lower organisational performance.  
II 
 
Although the differences in perceptual tendencies suggested by that these 
findings apply to Japanese aid managers; however, as human nature is 
universal, positive perception and behaviour should bring out positive output in 
most organisations. It is recommended that there is a need for people-related 
and cross-cultural management skills to ensure successful future activities, and 
stress management competencies to maintain positive managerial perception 
on the part of aid workers.   
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Chapter 1 Introduction  
 
1.1 Background  
The influences of expectation on a target‟s performance have been studied in 
various settings since the dawn of Self-fulfilling prophecy (Merton, 1948) and 
the introduction of Pygmalion effect (Rosenthal and Jacobson, 1968). Similarly, 
McGregor‟s Theory X and Theory Y (1960) also offers two sets of managerial 
assumptions, based on positive or negative beliefs and perception on the part of 
the managers, which influence followers‟ performance at work. The Pygmalion 
effect, resulting from having positive expectations, has been given much 
attention in education, sport, military and business settings (Kierein and Gold, 
2000; McNatt, 2000) and these results generally support the effect that positive 
expectation works in certain situations. However, these issues in development 
projects were hardly studied (Carlsson et al., 1994; Cracknell, 2000; Eyben, 
2006). 
After the Second World War, international donors initially focused more on 
economic issues using donor-funded projects as a vehicle for achieving 
development with little sustainable effect (Cracknell, 2000; Clarke, 2002). 
Hence, since the 1980s, participatory approaches to meet the socio-
psychological needs of the beneficiaries have gained increasing popularity 
since it was shown that involving participants and beneficiaries in the 
development projects and initiatives will result in more success (Chambers, 
1983; Smith, 1989; Cernea, 1991). Moreover, with the increasing recognition of 




human capacity development as a significant factor towards ensuring 
sustainable development, since the 1990s people-related management issues 
have been increasingly acknowledged as an important factor towards 
enhancing aid performance (UNDP, 1997; Analoui, 1998b). Unfortunately, this 
has had little effect at the project team level, especially where the relationship 
between donor staff and local staff were concerned (Carlsson et al., 1994; 
Cracknell, 2000; Eyben, 2006). 
In spite of the diversification of the aid approaches, the projects are still taking 
the important role in the field under the cooperative work between the two 
actors: donor staff and local staff. The work environment is undeniably a cross-
cultural workplace where different values and organisation cultures are 
encountered; thus, it is expected that there are more people-related issues in 
the organisation. Moreover, the special work environment gives considerable 
influence on the perception of both donor and local staff and the organisational 
performance.  
This study focuses on the causal relationship between the perception and 
organisational performance in the cross-cultural work environment at aid project 
and attempts to clarify the relationship between the two factors. This first 
chapter introduces several issues on the aid project management; and based 
on the understanding, the research question and objective will be established. 
Moreover, an outline of research methodology and prospective contribution of 
this study will be introduced. 
 




1.2 Statement of the problem 
A number of the aid projects have been conducted in the third world, however, a 
considerable number of the projects have not produced the expected outputs 
(Verweij and Gyawali, 2006). In general, the purpose of projects is defined as 
“to complete the project to the contracted quality within the project budget in the 
contracted timescale” (Field and Keller, 1998, p. 100). According to the 
definition, when a project is not completed on time, within budget, or if the 
project failed to reach the expected quality of the output, it can be categorised 
as a failed project.  
Regarding causes of the failure, it should be emphasised that those are quite 
different between commercial projects and the official aid projects (e.g. Gow 
and Morss, 1988; Belassi and Tukel, 1996; Al-Ahmad et al., 2009) due to the 
different project settings. When characteristic differences of the failure causes 
are compared between the two types of projects, three major differences can be 
pointed out. In addition, these are also thought of as sources of major problems 
on aid project implementation.  
First, one of the major characteristic differences will be the relationship between 
the managers and team members. In the aid project, research and observations 
show that the aid workers are assigned to development initiatives and formally 
referred to as co-agent, rather than managers, nevertheless they take 
managerial roles and responsibilities in practice (Analoui, 1993b). Under this 
work environment, aid workers as managers and the local colleagues are 
usually connected by cooperative relationships based on government-to-




government agreements. Consequently the aid workers‟ authority of 
management is much weaker than that of the commercial organisation, thus, 
the sensitive manager-member relationship could make project implementation 
more difficult (Davies, 1997). On the other hand, in commercial projects, the 
managers have official power of supervision towards the followers who are 
employed for creating the expected output. Due to the work environment 
difference, when problems in the aid projects are studied, the unique human 
relationship should be considered in order to propose practical solutions. 
Second, in the aid projects, although it sounds contradictory to the first issue, 
there are unequal power relationships between the aid workers and their 
colleagues resulting from resources, diplomatic and expertise power differences. 
The aid workers do not have official power of supervision over their local 
colleagues; however, they can easily establish ascendancy over the local 
colleagues by using other power sources that can work negatively on the 
teamwork. These issues are widely recognised in the aid world; however, these 
have not been dealt with much in the literature, due to the difficulty of analysis 
(Chakravarti, 2005). For example, concerning the causes of the aid project 
failure, many researchers have attempted to investigate the causes and 
categorised them (Rondinelli, 1978; Gow and Morss, 1988; FAO, 1989; Weiss, 
1996; MacArthur, 1998) and subsequently these studies indicate poor 
management as one of the failure causes. Nevertheless, these studies did not 
clearly point out an influence of the human relationship between the aid workers 
and local colleagues as an important determining factor for the failure.  




Third, from cross-cultural management viewpoints, since most aid projects are 
implemented under the cooperation of the donor and local staff, the cross-
cultural work environment often exerts considerable influence on both the 
donor‟s and the local staff‟s perception, hence making the creation of 
harmonious work relationships much more challenging (Analoui 2002; Eyben, 
2006). Under a cross-cultural work environment, misunderstandings and biases 
between donor staff as foreigners and local project workers and beneficiaries 
would provoke conflicts between the parties involved due to cultural differences 
and language barriers (Stangor, 2000; Nelson, 2002; Hosftede, 2003; Yuan, 
2010), which consequently led to ineffective work relationships (Korac-
Kakabadse and Kouzmin, 1999; Kakabadse et al,; 2004; Adler and Gundersen, 
2007). Despite the substantial reported influence of the actors‟ perception and 
expectations on the organisational performance at the cross-cultural workplaces, 
the topic has been neglected within the world of aid and development 
(Chakravarti, 2005; Eyben, 2006).   
In the globalised world, cross-cultural workplaces are not uncommon. However, 
being different from commercial projects, it is expected that the majority of the 
aid workers work under organisation culture of the partner countries due to the 
cooperation relationship based on a government-to-government agreement. As 
the aid workers work under different organisation cultures, the work 
environment can create more stress on them and heavily affect their perception. 
This unique work environment can also be pointed out as one of the major 
characteristics of the aid organisation.  




In management, as the Pygmalion effect and Theory Y explain, having positive 
perception of subordinates is substantially important to motivate the employees 
and achieve the goals of the organisation. However, the unique challenging 
work environments of the aid projects can hinder maintaining positive 
perception of the aid workers and keeping favourable human relationships with 
the local colleagues, moreover, potentially the negative perceptions and human 
relationships result in low performance organisation. In spite of it, perception 
studies under the aid project settings have rarely been conducted.  
1.3 Research question and objectivises 
Among a number of failure causes in the aid projects, influence of the aid 
worker‟s perception on the organisational performance has not been treated as 
the critical factor for the successful organisation. Hence, in light of paucity of the 
studies addressing the influences in the cross-cultural aid project setting, this 
study examines the extent of the influence of the aid worker‟s perceptions of the 
local staff and partner country on organisational performance of the 
development project. Hence, causal relationships between the perception of the 
aid workers and organisational performance are focused on. This in turn leads 
to identification of the trait differences of the successful and unsuccessful aid 
workers (managers). Therefore, the main research question of the study is set 
as follows: 
Is there any relationship between donor staff‟s perception and 
organisational performance?  




Subsequently, in order to answer the research question, the research objectives 
are also set as follows: 
a. To clarify influence of donor staff‟s perception on the project 
management and performance  
b. To identify the main trait differences between successful and 
unsuccessful aid workers 
Pygmalion effect does not provide empirical evidence between the perceiver‟s 
expectation and organisational performance. However, this study attempts to 
test the relationship between the perception and organisational performance 
based on the notions of the Hawthorne effect (Mayo, 1975; Crainer, 1998; 
Towill, 2009). In spite of the critique of the Hawthorne effect (Jones, 1992), 
psychological factors would substantially affect organisational performance.  
From a common view, people would expect a causal relationship between the 
aid worker‟s positive perception and high organisational performance. In brief, 
effective project teams underpinned by friendly human relationships would have 
high organisational performance. As Hosftede (2003) explains, if human nature 
is universal, positive perception would work effectively at any work environment 
in any country. Meanwhile, since people may have negative perceptions of 
others, which causes misunderstanding and bias in cross-cultural workplaces, 
there may be a negative causal relationship between the perception and 
organisational performance as well. 
Regarding the causal relationship, it needs to be kept in mind that positive 
perception will not directly enhance the organisational performance. As Sutton 




and Woodman‟s Integrated Pygmalion model (1989) and Vroom‟s Expectancy 
theory (1964) explain, there may be several mediators between the two factors. 
Regarding this issue, based on the findings of related studies, the mediators will 
be set and the hypotheses will be proposed in Chapter Three. 
The findings of this first empirical study will emphasise importance of people-
related management skills and it is hoped to contribute to successful and 
effective aid project management in the future.  
1.4 Research methodology   
After setting the research question and objective, it is necessary to select an 
appropriate research methodology to answer the question and achieve the 
objectives. In this study, as a standard research procedure, Remenyi et al.‟s 
research process (1998) was applied (see Figure 1.1). The model consists of 
eight steps. In this section, followed by this process, selected methodology, 
data collection method and data analysis method will be explained.  
 
In order to achieve the research objectives, this study takes an empirical 
approach. Consequently, considering research limitation of this study, 
quantitative research method by questionnaire survey was selected. 
Represented by the Pygmalion effect studies (e.g. Rosenthal and Jacobson, 
1968), these studies also employ a quantitative approach and explain the 
causal relationship statistically; thus, using this approach seems the most 
appropriate methodology for this study. In social sciences, a triangulation 
approach by multiple research methodologies is recommended to enhance 




validity and reliability of the data (Sarantakos, 1998). However, in view of time 
limitation, only a quantitative research method was used due to the anticipated 
large number of samples and the large number of questions in the 
questionnaire which would consume a lot of time. 








Understanding limitation of the 
research
Producing management guidelines 
or recommendations
 
Source: Adopted from Remenyi et al. (1998, pp. 64-65) 
Regarding sampling issues, having cooperation from Japan International 
Cooperation Agency (JICA), through the overseas offices in 92 countries, a 
complete enumeration survey was attempted toward the aid workers 




(managers). They were asked to answer the questionnaire through the web-
based survey site which was protected by password and data security system. 
In addition, the answers to the questionnaires were made anonymous from a 
research ethics viewpoint. 
After the data collection, by using SPSS version 16 and Amos version 17, 
descriptive and inferential analyses were conducted to achieve the research 
objectives. Concerning the interpretation of the results, both deductive and 
inductive reasoning were used. As this study uses quantitative approach, the 
hypotheses, established in Chapter three, should be tested by a deductive 
approach; however, since this survey collected an enormous amount of 
information, new models were also developed by using an inductive approach. 
In this sense, it can be said that this study is not only a theory-testing research 
but also a model building research. In addition, as this survey was conducted 
only once at one point in time, this study is categorised as a cross-sectional 
study. The details of research process, data collection and analysis method, will 
be discussed and explained in Chapter Five. 
1.5 Thesis outline 
This thesis consists of eight chapters and the brief of each chapter will be 
explained as follows.  
Chapter One serves as an introduction of the study. As explained in this chapter, 
background of the study, problems in the research area, research question and 
objective setting, and research methodology are explained.  




Chapter Two reviews the literature relevant to the research area of perception, 
organisational behaviour and management studies including cross-cultural 
management. In addition, it also reviews aid approaches, aid project and the 
issues in order to understand the background of aid activities in the world.  
Chapter Three develops a conceptual framework and proposes hypotheses of 
this research based on findings of the existing theories and effects. At the same 
time, tested variables are also set for the data collection and analysis.  
Chapter Four presents the outline of official Japanese aid mainly based on the 
information from the annual report of JICA. This information helped to 
understand the background and situation of the aid workers who became the 
respondents of the survey. 
Chapter Five provides rationality and explanation of the methodology applied in 
this study. Especially, data collection and analysis processes are focused in 
detail, including applied statistical methods. In addition, ways of interpretation of 
the findings are also discussed.    
Chapter Six is concerned with data analysis. It consists of two parts; part one 
provides descriptive analysis of the data, and part two goes deeper to provide 
inferential analyses of the data. The descriptive analysis part demonstrates the 
basic features of the responses by using percentage and frequency. The 
analysis included all questions. Subsequently, inferential analysis is attempted 
which clarifies causal relationships between aid worker‟s perception, behaviour 
and organisational performance. Moreover, trait differences between successful 
and unsuccessful aid workers are also identified in this part. 




Chapter Seven deals with the major findings yielded from the analyses. In this 
chapter, the findings have been interpreted and discussed in some detail, and 
based on the result new models for analysis have been proposed in order to 
enhance the performance of the projects and aid-related organisations. 
Subsequently, relevant conclusions will be reached  
Finally, Chapter Eight reviews and summarises the major findings of this study. 
In addition, the theoretical and practical implications, limitations of this study 
and suggestions for future studies are explained.    




Chapter 2 Literature review 
 
2.1 Introduction 
This study assumes that donor staff‟s perceptions of local staff affects project 
performance. In order to understand the background of the causal relationship, 
several related study areas were reviewed. In this chapter, first, transition of aid 
approach and activities will be explained to grasp the aid world and people 
working within it. Second, perception studies will be explored to comprehend 
people‟s perceptual tendency in the society. Third, the concept of power in the 
organisation and cross-cultural management will be examined as this study 
assumes the two factors, power and cross-cultural environment, also influence 
the aid workers‟ perception. Then, finally, a summary chapter will be provided.  
2.2 Aid approach and activities  
Aid approach became diversified in order to enhance aid effectiveness. Then a 
new aid policy creates a new aid approach; whereas, emergence of new 
development approaches and activities also influence new development policy 
making. In this section, the history and outline of aid approach will be reviewed 
to understand why aid approach has been modified and people-centred aid 
approach has been focused on in last decade. 
 
 




2.2.1 Two approaches in development 
The term development has several meanings. In order to avoid confusion, the 
notion of the international development is used in this study. From this viewpoint, 
Remenyi (2004, p. 22) defines development as follows: 
Development is process directed at outcomes encapsulating improved 
standards of living and greater capacity for self-reliance in economics… 
In brief, development activities have been conducted for improving living 
standards and promoting economic self-reliance. As represented by this 
definition, there are two major development approaches: growth centred and 
people centred. The former approach mainly focuses on economic growth from 
macro level, while the latter approach attempts to achieve development through 
enhancement of people‟s ability and capacity from micro level (Clarke, 2002). 
With the expansion of globalisation, economic centred approaches are often 
criticised; however, the negative influence is still not clear and under debate 
(Kingsgury, 2004b). In contrast, the people centred approach has received 
more attention in the last few decades in the aid world (Chambers, 1983; Smith, 
1989; Cernea, 1991; UNDP, 1997; Analoui, 1998b). 
2.2.2 Transition of development approach 
When development started after the Second World War, developed countries 
mainly took the growth-centred macro approach to support the developing 
countries (Remenyi, 2004). It focused on economic growth and the donors 
believed economic growth would reduce poverty and close the gap between 
rich and poor nations, as seen in the idea of the trickledown effect. The effect of 




economic growth is underpinned by the work of ideas of the economist such as 
Lewis (1955) and Rostow (1960), who explained that saving and investing are 
essential conditions for achieving economic development.  
The economic development started in the late 1950s with optimism (Dwivedi, 
2002). In fact, with a large amount of economical investment, Western Europe 
and Japan showed rapid recovery after the war. By the early 1960s, however, it 
became apparent that physical investment cannot solve all the problems in 
developing countries (Schultz, 1964; Kingsbury, 2004a). Consequently, 
investment in human capital such as education and health services started 
getting attention as a new aid approach; moreover, the introduction of the 
people centred aid policy was accelerated with support from the United Nations 
(Jolly, 2002). As a consequence, developing countries achieved an average 
rate of economic growth of five per cent per annum over the 1960s (Jolly, 2002). 
Nevertheless, the growth did not last long. From the late 1960s to 1970s, 
international development was less successful. The gap between developed 
countries and developing countries has been widening (Pearson Commission, 
1969) and International Labour Organisation (ILO) called to focus on the issue 
of employment, income distribution and basic human needs (ILO, 1976). Except 
some Asian countries such as South Korea, Taiwan, Hong Kong, Malaysia, 
Thailand, Singapore and Indonesia, most developing countries failed to develop 
in the two decades; furthermore, structural adjustment policies, which were 
introduced compulsorily by the International Monetary fund (IMF) and the World 
Bank from the early 1980s, deteriorated the economic conditions of most 
developing countries (Hunt, 2004). At a field level, reduction of welfare 




expenditure in the policy affected the health and nutrition condition of poor 
people (Lawrence, 2002).   
Under these circumstances, after the 1990s, the people-centred approach, 
which focuses less on the macro approach and more on human development in 
communities, gradually has started getting more attention again. In addition, 
permeation of the idea of human development such as Human Development 
Index (HDI) by UNDP contributed to speed up the movement (Jolly, 2002). For 
instance, since 2000, 183 countries have been striving to achieve Millennium 
Development Goals (MDGs) and the ideas of people-centred development 
approach can be seen in indicators such as enrolment rate and child mortality 
rate (UNDP, 2010).  
Since the war, focus of the aid approach has alternated between the two 
approaches through trial and error. Nevertheless, in practice, both aid 
approaches would be required for world development because healthy and 
educated human resources are essential for economic growth and similarly 
sustainable education and health services will be ensured by stable economic 
bases (Carney, 1998).  
2.2.3 Transition of aid project management 
Aid activities in the field are reflected by development policies. People-centred 
aid policy hatched social development project (Cracknell, 2000; Bond, 2002) 
and consequently different management methods also became required to 
achieve the project goal. While construction projects such as building a dam or 
a bridge was dominant, the blueprint approach was suited to implement projects 




effectively. However, once social development projects were started, it became 
clear that the blueprint approach is not appropriate to implement, especially 
people-centred projects as human behaviour and reactions are not predictable, 
especially participants of development projects in the fields (Cusworth and 
Franks, 1993; Bond, 2002). Since a fixed development plan did not work 
effectively in the project, in order to cope with the project environment, project 
cycle management method has been introduced to the aid world (Cracknell, 
2000). The method was originally invented in the USA in the late 1960s as the 
Logical Framework Approach and subsequently was adopted and developed by 
donor countries (NORAD, 1999).  
There may be some reasons why the project cycle management method was 
popularised. First, as already mentioned, the method is effective for managing 
people-centred projects due to its flexibility. This management style enables 
projects to adjust to the actual project environment.  
The second reason will be the result-oriented approach. As Cracknell (2000) 
explained, until aid evaluation was started, project objectives of most 
development projects were not clearly set and the plan was not logically 
constructed. However, along with donor countries‟ economic recession, the 
donors were not able to disburse aid funds as generously as before; 
furthermore, they were required to ensure accountability to the public if the aid 
fund was efficiently used and the purpose was achieved (Cracknell, 2000). In 
short, the project cycle management method can respond to the needs. Aid 
activities based on the method are logically arranged and result-oriented; thus, 
the method might be appealing to donors.  




Third, the emergence of bottom-up and participatory approaches might 
contribute to the progress of project cycle management methods. In the early 
1980s, aid concept was a donor-dominant relationship; however, NGOs and 
Robert Chambers shed light on the importance of the viewpoint from the 
recipient‟s side for enhancing aid effectiveness (Chambers, 1983). Responding 
to this movement both bilateral and multilateral donors applied the idea to their 
aid works. Especially, ZOPP, one of the project management methods invented 
by GTZ (Deutsche Gesellschaft für Technische Zusammenarbeit: German 
society for technical cooperation), was introduced by a number of donors 
because it includes participatory approaches from the project design stage to 
evaluation stage (GTZ, 1996). However, ZOPP is not admitted by some 
participatory approach practitioners who give warning as “a fixed, inflexible and 
often routine, relationship” (Cracknell, 2000, p. 139). Likewise, the method is 
also criticised by Gasper (1999) for its rigid result-oriented management style. 
As explained above, the movement from economic development to social 
development affected management style of the aid project. Indeed, with the 
emergence of the participatory approach, more attention was paid to recipients 
and beneficiaries than ever before. Regarding the effect of the new movement, 
Cracknell (2000, p. 48) mentioned as follows: 
The old donor-dominated aid relationship is rapidly giving way to a new 
conception of a partnership, with the donor working alongside those 
developing countries that are committed to pursuing sensible development 
project policies  




2.2.4 Power relation in aid project  
Cracknell (2000) explains that aid relationship shifted from a donor-dominant 
relationship to a donor-recipient partnership after permeation of the participatory 
approach. However, there are arguments concerning the aid approach (Cooke 
and Kothari, 2001; Hickey and Mohan, 2004; William, 2004) of whether the 
approaches really changed aid framework. In spite of the introduction of the 
participatory approach, a donor-dominant relationship still exists from 
government level to aid project level. Since the introduction was implemented at 
the initiative of donor countries, the adoption was compulsory for developing 
countries to receive aid (Wallace et al., 1997). In addition, donors and the staff 
still have more financial and technical power resources against the recipient 
countries and the people. From the viewpoint of management studies, these 
power resources can influence organisation members who do not have them 
(Handy, 1993). Regarding status power of the aid workers, Chakravati (2005. p. 
103) describes it as follows: 
The international field staff of almost all aid organisations are also 
accorded some form of diplomatic status. This has a negative impact on 
their thinking because it makes them into a privileged class which 
considers itself superior to other people…  
Most aid workers would be ordinary staff while working in their mother country; 
nevertheless, once they start working in developing countries, they work with 
senior government officials in the recipient country. This donor‟s privileged 
status could cause problems in an aid project. Donor countries and agencies 




have introduced a number of management methods; however, the methods 
hardly consider the way to create favourable relations with the development 
partner, particularly local colleagues (Eyben, 2006). Instead, when they needed 
to motivate their local colleagues, monetary incentives were often used without 
discreet consideration (Bigsten, 2005). 
2.2.5 People and cultural issues in aid project 
The donor countries and organisations consider effective project management 
practices such as team building, negotiation and conflict reduction skills to some 
extent (e.g. DFID, 2003). Nevertheless, their project management manuals do 
not sufficiently consider the cross-cultural work environment, thus, cross-cultural 
management in the aid project relies considerably on each aid worker‟s 
management skills.  
Aid framework has been diversified to achieve successful and effective aid work; 
however, actors in the aid project remain unchanged and aid activities are still 
implemented under cooperation between donor staff and local staff in 
developing countries. Thus, without considering the national culture of partner 
countries, management theories of business studies would not efficiently 
function due to misunderstanding and bias caused by the work environment 
(Blunt, 1983; Hofstede, 1993a). As Hofstede (2003) explains, there are no 
management methods that can work under any culture. Regarding positive 
influence of creating favourable human relationships with local colleagues, 
some aid practitioners (Hinton and Groves, 2004; Eyben, 2006) are aware of 
the importance and conduct empirical research in the field. For instance, Eyben 




(2004) emphasised the importance of learning the recipient country‟s culture for 
successful aid work based on her study in Bolivia.  
Compared with commercial projects, it can be safely said that the development 
project is implemented under weak management structure. One of the 
development project failures that cause “low incentive” (Weiss, 1996, p. 178) 
was hardly seen in the commercial project (Belassi and Tukel, 1996). Davies 
(1997, p.126) describes the relationship between aid project manager and 
participant as follows:  
Unlike management of a business, where the employer has authority, 
management of a group project will rely upon the participants voluntarily 
giving their full cooperation 
Relations between donor staff and local colleagues in an aid project would be 
the same. In order to deal with these issues, donor staffs as managers may use 
financial incentives to make the local colleagues work hard (Bigsten, 2005) or 
apply diplomatic and expertise power to manage the situations (Chakravarti, 
2005); however, they still do not have official power of supervision over their 
local staff. In addition, donor staffs need to cope with different organisation 
cultures in developing countries. For example, in some developing countries, 
attending social and cultural events has higher priority than working in an office; 
furthermore, inadequate salaries in the public sector of developing countries 
make work performance more unpredictable (Analoui, 1998a). Under this kind 
of work environment, people-related management skills such as conflict solution, 




communication, motivation and listening skills would be required for successful 
team building, however, the skills are often neglected (Analoui, 1993b).  
2.2.6 Section summary 
Responding to the demands of the times, the aid approach has been changed. 
Along with the new approach, the management style at project level was also 
modified. Social development project required a process management 
approach represented by project cycle management, moreover, beneficiaries at 
the recipient country have got more attention and involved for enhancing aid 
effectiveness. Despite the change, people-related issues in the project still 
remains, such as donor-dominant power relationships and cross-cultural conflict 
issues. 
Thus, in order to implement aid activities more successfully, people-related 
managerial skill has got attention from some practitioners to create favourable 
human relationships between aid workers and local staffs for enhancing project 
performance. However, the management skill has not been dealt with as an 
important skill for effective project management. 
2.3 Perception                                                     
Development projects are implemented under special situations in developing 
countries. Under these situations, aid workers would easily make stereotypes 
and biases in their minds. Subsequently, the perception would affect their 
attitude and behaviour. Thus, understanding perceptual tendency and the 
mechanism would be important in interpretation processes of this research. In 




this section, history of perception studies, mechanisms of perception, 
perceptual tendency in society and how people interpret behaviour of others will 
be mainly reviewed. 
2.3.1 Perception studies 
Most perceptual tendencies are originally underpinned by a number of studies 
of cognitive psychology and social psychology. Concerning the research 
approach, it is quite different between cognitive psychology and social 
psychology. Cognitive psychology tends to divide perception into visual, 
auditory and haptic perception (Andrade and May, 2004) and investigates how 
the brain processes the stimuli from the environment through perception, 
learning and memory storage, thinking and language processes (Groome et al., 
2006). The experimental situation is particular and limited. In contrast, social 
psychology focuses on how people form impressions of and make influences 
about other people in a social context (Aronson et al., 2005). The scholars use 
experimental methods such as participant observation (e.g. Ash, 1955) and role 
playing (e.g. Milgram, 1963); however, they do not much pay attention to 
information from each sensory organ but treat the perceptual information more 
comprehensively.  
Perception studies are conducted in several fields. Although the definition is 
varied, most scholars include selection, organisation and interpretation 
processes in the definition (e.g. George and Jones, 1999; Greenberg and Baron, 
2003; Buchanan and Huczynski, 2004; Mullins, 2005; Ashcraft, 2006). For 
example, Greenberg and Baron (2003, p. 668) defined it as “The process 




through which people select, organise and interpret information”. This study 
takes this definition.  
Mullins‟s perceptual process model (2005) well represents the definition (see 
Figure 2.1). Received stimuli (Box A) is selected in Box B. Then the stimuli is 
interpreted in Box C and translated in Box D. Finally, the processed information 
results in action or in form of thought of patterns in Box E.  
(Note: top-down and bottom-up may be reversed. It might be misprinting or 
Mullins misunderstood the theory. Usually process of stimuli from the 
environment is called bottom-up processing. See Figure 2.7 top-down and 
bottom-up processing) 
Figure 2.1 Perceptions as information processing 
 
Box B Box C Box D Box E 
Stage 1 Stage 2 Stage 3 








Logic and  
meaning to  
the  
individual 
Pattern of  
behaviour 
Box A 
Stimuli from  
the  
environment 
Bottom - up 
Top - down 
Past perception will affect new perception  
 
Source: Adapted from Mullins (2005, p. 436 )   





Concerning the above model, it needs to be noted that this model is 
oversimplified for easy understanding and does not show the accurate process 
of perceptual information. 
2.3.1.1 History of perception studies 
Perception studies began in 1879 by German physiologist and psychologist 
Wilhelm Maximilian Wundt, known as a founder of experimental psychology 
(Leahey, 2004). In that year, he established the first psychology laboratory at 
Leipzig where he conducted perception research including some of the earliest 
experiments regarding visual illusion. The relevant body of work and theorising 
has been created since the 1950s; however, philosophers of every age have 
already considered the nature of thought and memory (Lachman et al., 1979; 
Leahey, 2004). 
Cognitive science grew stagnant in the early 20th century due to blooming 
influence of behaviourism. The behaviourism is a school of psychology and the 
radical behaviourists, from Watson (1913) to Skinner (1938), insisted that 
psychology should not look at inner mental processes but only observable 
phenomenon. The behaviourists attempted to treat psychology as a true 
science, as do other sciences like physics and chemistry. They conducted 
experiments with rats rather than humans. This school of thought contributed to 
the development of psychology as represented by Skinner‟s work (1938) 
reinforcement which was explained by experiments on rat behaviour; 
nevertheless, some psychology scholars still believed that human cognition 




could be only unravelled by investigating human mental processes. The wave of 
thought helped to lay the foundation of modern cognitive psychology caused by 
Gestalt psychologists in Germany and the British psychologist Frederick Bartlett 
(Groome et al., 2006). 
2.3.1.2 Gestalt principles and scheme theory 
The Gestalt group explained that people add memorised knowledge when they 
perceived objects; therefore, perception is more than just stimuli from perceived 
objects (Wertheimer, 1912; Köhler, 1935). For example, Figure 2.2 shows a 
circle and two straight lines; however, most observers do not recognise the 
figure as only a circle and lines but as a human face.  
 
Figure 2.2 A circle and two straight lines recognised as human face 
 





Source: Adapted from Groome et al. (2006, p. 5) 




Wertheimer introduced a psychological principle called “Law of Prägnanz” 
(Koffka, 1935, p.110), which explains that people tend to select regular, 
symmetric, simplicity and best interpretation during the perception process. 
In addition to the Law of Prägnanz, subsequent laws were also proposed by 
Gestalt psychologists. In this section, a couple of important laws will be 
introduced to understand people‟s perceptual tendency. First, Law of Closure 
explains a perceptual tendency to complete a figure by ignoring gaps. In the 
case of Figure 2.3, people perceive the figure as a square and circles. Each 
figure is not a complete shape; however, people add memorised information 
and recognise it as a complete shape. 
 
Figure 2.3 Kanizsa‟s illusory square  
 
 
Source: Adapted from Kanizsa (1976)  
 




Second, the Law of Similarity explains that a tendency of the human mind is to 
group similar elements and perceive them as one form. People recognise 
Figure 2.4 as a triangle in a square since the triangle icons form a big triangle in 
the square. 
 
Figure 2.4 A shape recognised as a triangle in a square   
  
Source: Adapted from Fultz (2007)  
 
Third, the Law of figure and ground provides an explanation that people tend to 
perceive one aspect of an event as a figure and the other as background. In the 
case of Figure 2.5, if people perceive the black part as a figure, they perceive 
the figure as a black goblet; meanwhile, if people perceive the white part as 








Figure 2.5 Reversible figure (Rubin‟s goblet)  
 
Source: Adapted from Rubin (1915)  
This phenomenon happens because people perceive the background as less 
important.  
These laws cover a small part of the visual perception (Groome et al., 2006); 
however, it proves that people focus on certain information and add some 
information during the perception process and organise perceptual information 
in the cognitive process. These principles are called Gestalt principles of 
perceptual organisation (organisational perception) (Eysenck, 1994).  
 At the same time, Bartlett (1932) proposed Schema theory. The theory explains 
that perceptual stimuli are affected by familiar knowledge and past experiences, 
which are referred to as schemas. According to the explanation, people 
perceive differently because each person owns different schemas. The schema 
theory also suggests that received stimuli may be changed and distorted to fit 
existing schema in order to make sense.       
These attempts of Gestalt psychologists and Bartlett contributed to the 
development of cognitive psychology. Their theories proved that cognitive 




process requires inner mental process which behaviourists tried to remove from 
psychological experiments (Ashcraft, 2006) 
2.3.1.3 Serial processing to parallel processing 
Perceptual studies revealed the perceptual process is not simply a single 
process. Figure 2.6 shows a version of information processing approach that 
was popular in former times (Eysenck and Keane, 2005). It shows an 
information process from receiving the stimulus until the responding stage.  
  





Source: Adapted from Eysenck and Keane (2005, p. 2)  
 
This information processing model represents only a part of cognitive process. 
The process is called data-driven processing (bottom-up processing). Ashcraft 












when mental processing of a stimulus is guided largely or exclusively by 
the features and elements in the pattern itself, this processing is described 
as being data-driven.  
The model in Figure 2.6 assumes that only one process occurs at the same 
time. This type of process is called serial processing which means that one 
process is started after the former process is completed (Eysenck and Keane, 
2005). Meanwhile, Gestalt psychologists proposed a concept called schema 
driven or conceptually-driven processing (top-down processing) which is 
defined thusly: “Mental processing is said to be conceptually driven when it is 
guided and assisted by the knowledge already stored in memory” (Ashcraft, 
2006, p. 556). In fact, when people interpret information from the outside, the 
human cognition process entails both top-down and bottom-up processes at 
once (Neisser, 1967) (see Figure 2.7). 
As seen in the figure, when people see a dog, they recognise the image of a 
dog from the environment, based on a memorised image of a dog in the past. 
























Source: Adapted from Groome (2006, p. 7)  
 
2.3.1.4 Selective attention and habituation 
As introduced in the previous part, in the cognitive process, multiple processors 
deal with various stimuli from the environment; however, Broadbent (1958) 
proposed an idea that some of the stimuli do not go through cognitive 
processes. He argued that only one of the stimuli can get through the selective 
filter to avoid overloading perceptual processes, which has limited capacity (see 
Figure 2.8).  
 













Source: Adapted from Broadbent (1958, p. 299) 
 
He coins this internal process as Filter theory. He also explained the selective 
filter can turn on and off depending on stimuli characteristics, such as land 
noise or high-pitched sound. In other words, unwanted and unattended 
messages are filtered or screened out so that only the attended message is 
encoded into the central processing mechanism. Then the message is checked 
by memorised information in the past and people react based on their final 
perception.  
Since he brought the idea of information processing model in cognitive 



















Tressman (1964), have modified and developed Broadbent‟s filter model to 
cover its shortcomings. Each model is slightly different, however the every 
single model explains that people pay attention and select information, often 
exercised unconsciously, and ignores other information because the perceptual 
process has limited capacity.  
Broadbent‟s experiment was conducted based on auditory information 
processing; nevertheless Ashcraft (2006) explained that the filter theory also 
can be applied to other types of information. For example, when people 
perceive other people, they tend to select information of others and organise an 
impression of them. In short, people do not perceive every single feature of 
others.  
During the selection processing, people tended to pay attention to certain 
information. Table 2.1 shows the type of information which affects the selective 
attention (Buchanan and Huczynski, 2004, p. 218 ). According to the table, 











Table 2.1 External factors affecting selective attention 






Stand out from surroundings Blend with surrounding 
Moving Stationary 
Repeated    One-off 
  
Source: Buchanan et al. (2004, p. 218) 
Theories of selective attention explain that people tend to select strong and 
salient information and filter out the other information, however, once people get 
used to the information which was selected before, they can exclude the 
information unconsciously. This tendency is called habituation, which is defined 
as “A gradual reduction of the orienting response back to baseline” (Ashcraft, 
2006, p. 569). Regarding visual habituation, Adler and Gundersen (2007, p. 73) 
give an example about perceptual habitation. 
 
FINISHED FILES ARE THE RESULT OF YEARS OF SCIENTIFIC 
STUDY COMBINED WITH THE EXPERIENCE OF YEARS 





Most non-native English speakers can recognise six Fs in the sentence; 
meanwhile, when native English speakers read the sentence and quickly count 
the number of Fs, most of them usually pick up only three or four. Her 
explanation is that people are apt to skip the Fs in „of‟, since they have been 
conditioned that “of” does not contribute to the meaning of the sentence.  
2.3.2 Perception in society 
In the previous part, perceptual processes were mainly reviewed. When people 
perceive an object, they select stimuli and organise them to make sense. 
Studies of cognitive psychology explain the mechanism of the perception 
process; however, the studies are implemented under situations with limited 
affecting factors. In order to understand the perception process in real society, 
extra factors need to be considered. Thus, in this section, factors affecting 
people‟s perceptions and perceptual tendencies toward other people will be 
reviewed. 
2.3.2.1 Factors affecting perception 
Perceptual set, which intends people‟s inclination to respond to people and 
events in a particular manner, is often used for explaining perceptual process 
(Buchanan and Huczynski, 2004). Mullins (2005, p. 438) proposed ten factors 
which affect individual‟s perceptual set. These are Learning, Intelligence, Ability, 
Training, Interests, Expectations, Goals, Past experiences, Motivation and 
Personality. These factors can be very similar to schema which intends “an 




abstract knowledge structure that is stored in memory” (George and Jones, 
1999, p. 111). However, it seems Mullins‟s perceptual set does not consider 
external factors as affecting factors creating perception. 
In contrast, Buchanan and Huczynski (2004) proposed external and internal 
factors as affecting factors of selective perception (see Figure 2.9).  
 





























In this model, both external and internal (psychological) factors are dealt with; 
however, this model does not include the mood of the perceiver because people 
would perceive differently based on their emotion. On the other hand, the 
perception processing model by George et al. (1999) is simple but includes 
mode factor to deal with the issue (see Figure 2.10). The model proposed three 
affecting factors of perception which are Schema, Motivational state and Mood.  








Source: Adopted from George and John (1999, p. 111)  
 
This model includes mood factor and may be more realistic; however, in 
comparison with Buchanan et al.‟s model, it does not include context factor. In 
this model, the first factor Schema is based on mainly past experience and may 













factor Motivational state is affected by social status such as manager, 
subordinate or student. This motivation factor will be changed more frequently 
than schema. George and John (1999) explicate that needs, values and desires 
of perceiver affect the motivation. Then finally, the third factor Mood will be 
changed more often than motivation. The mood may be treated as a 
psychological factor; however, also partly connected with context factor such as 
weather and temperature, health conditions may cause discomfort or tiredness 
and subsequently affect people‟s mood.  
2.3.2.2 Perception toward other people 
In social psychology, social perception, which is defined as “the study of how 
we form impressions of and make inferences about other people” (Aronson et 
al., 2005, p. 95), is used for explaining perception toward others in society. In 
daily life, people select and interpret information from the environment 
consciously and unconsciously (Schneider and Shiffrin, 1977; Mandler, 1980; 
Groome et al., 2006). Although people want to understand objects and make 
sense, they can interpret wrongly due to the limited perceptual capacity which 
simplifies people‟s perception in various ways. In the perceptual process, 
people tend to perceive what they want to see rather than what really is 
(Aronson et al., 2005).  
Regarding the perceptual tendency towards other people, a number of effects 
have been proposed by scholars. In this section, some of the effects were 
selected and explained. For convenience, these effects were divided into three 




groups which are Influence of preliminary information, Influence of impression, 
and Influence of stereotype based on the nature of the effect.  
2.3.2.2.1 Influence of prior information 
Before perceiving others or objects, people are already influenced by some 
factors. Schemas (past experiences) may especially affect the perception. As a 
result, when people make a judgement, they tend to put weight unevenly based 
on the schema. For example, when a customer buys a camera, s/he focuses on 
one aspect of the camera, such as weight or design, and feels the feature is 
very important. The reason may be currently the customer has a problem with 
heavy weight or a poor design of a camera; therefore, the customer perceives 
some aspect of the camera with special attention. This tendency is called 
Focusing effect (Schkade and Kahneman, 1988).  
People‟s beliefs also can affect perception. People are apt to perceive things on 
the basis of the beliefs. For example, in a football game when there are rough 
plays, people often feel the opposing team caused them; meanwhile the 
opposing team feel the other team made them (Hastorf and Cantril, 1954). This 
example shows that people add their belief onto their perception. This 
perceptual tendency is called Selective perception. So-called Placebo effect 
(Wilson, 1977) also may work based on this effect. People can get drunk even 
when a non-alcohol liquid is given, if told that it is alcohol. 
Regarding interpretation of others, prior information can be used unconsciously 
for judging people. For example, when a teacher knows a student‟s IQ is high, 
the teacher tends to perceive the student more positively. This is because the 




teacher is influenced by the positive prior information and believes the high IQ 
student shows good result. The effect is called Knowledge of predictor (George 
and Jones, 1999). This effect can work negatively and negative prior 
information gives negative impressions and expectations.   
2.3.2.2.2 Influence of impression  
When people perceive other people, they tend to be influenced strongly by any 
outstanding features of others, such as gender, race and age (George and 
Jones, 1999). Only one man in a group of women, one student in a lot of 
teachers or only one Asian in a room full of white people; perceivers tend to pay 
attention to the eye-catching people in the crowd. Due to people‟s limited 
perceptual capacity, these distinctive features are focused on; moreover, the 
impression stays in the mind and affects the perceptual process. 
Regarding first impressions, when people meet someone for the first time, they 
tend to remember distinctly the first impression and the following impression 
has less significance. The impression has a large effect on the perception and 
evaluation process. In addition, the impression will not be replaced easily, even 
with having a conversation afterward (George and Jones, 1999). This effect is 
called Primacy effect (Ash, 1955; Rosnow, 1966; Furnam, 1986). This tendency, 
for example, also can be seen when people check a mailing list; people tend to 
remember the first few names on the list because people pay attention 
unconsciously to initial information. This Primacy effect often leads to 
misjudgement, called First impression error (Greenberg and Baron, 2003) 
because the people judge on limited information.  




After processing the first impression, perceivers have a trait of others. If the 
perceivers find the others similar to themselves, they tend to judge more 
favourably than those who are dissimilar (George and Jones, 1999). This bias is 
called Similar to me effect. Regarding this effect, Pulakos and Wexley (1983) 
argue that managers tend to give positive evaluations to subordinates who are 
similar to them. In keeping with this effect, when people meet two new other 
people, they tend to compare one with the other regarding traits such as 
physical beauty, similarity of interests or various personality factors and 
consequently the preference will be decided. This effect is called Perceptual 
contrast effect (Sherif et al., 1958). People are inclined to judge other people 
based on comparison with others, rather than how people really are; moreover, 
personal preference can be added. Thus, even an average person can be 
judged as inferior when compared with people with high capabilities or physical 
beauty.  
Perception also can be affected by a situation. Taylor and Fiske (1975) found a 
perceptual tendency that when people perceive objects they tend to overrate 
the salient information which is available to obtain. In their research, they found 
when an observer holds a conversation facing two people, the observer tends to 
feel opinions of the speaker who faces the observer is more important than the 
one who shows her/his back to the observer. This tendency is called Perceptual 
salience. This tendency also can apply not only when perceiving people but 
also objects. In daily life, for example, a newspaper releases one aspect of an 
incident; however, readers tend to think the salient information such as 
kidnapping or murder is important, even if it is a rare case.   




2.3.2.2.3 Influence of stereotype 
After forming an impression of others, people will get some more information 
from them. Once general impressions of people are formed, the impressions 
may distort other specific aspects. For example, if a manager categorises a 
subordinate as a capable worker, even the subordinate has some shortcomings 
in some specific fields, still the manager judges the subordinate positively. This 
effect is called the Halo effect (Thorndike, 1920). Similarly, Solomon Asch (1946) 
proposed a perceptual tendency whether people perceive other as warm or cold 
give strong influence on judgement of other personality traits. In other words, a 
person who is recognised as warm is apt to get more positive estimation from 
others, meanwhile, one with cold impression tends to receive a negative image 
in group.  
In society, people often tend to form groups and categorise people (Brewer and 
Miller, 1996). For example, people have beliefs that people‟s certain personality, 
behaviour, attitude and values associate with a certain type of individuals as 
wise people are reliable, a serious person is honest, unhappy people are 
unfriendly. These expectations are explained by Implicit personality theories 
(Bruner and Tagiuri, 1954). Concerning perception towards different genders, 
people are apt to have a solid view of gender-roles, such as women do 
housework and men work outside. Social role theory (Eagly, 1987) argues that 
the role differences in society are not due to biological differences between men 
and women but due to the socialisation process. The Implicit personality 
theories and Social role theory can be considered as a stereotype which is 




defined as “a set of beliefs about the personal attributes of a group of people” 
(Nelson, 2002, p. 24).  
The term „stereotype‟ was coined by journalist Walter Lippmann (Lippmann, 
1922) and the term was adopted by social scientists and widely used commonly 
(Nelson, 2002). Although researchers have defined stereotype in a number of 
ways, according to Hinton (2000, pp. 7-8) stereotype has three important 
components. These are specific characteristic, additional characteristic and 
stereo typical characteristic. Specific characteristic means Japanese, Jewish, 
women or teenagers; Additional characteristic means shy, rich, aggressive, 
arrogant or fat; then Stereotypical characteristic means someone has a 
meaningful feature and the feature is thought to be stereotypical. People tend to 
simplify and categorise information because they are inclined to understand a 
reasonably social world (Lippmann, 1922; Allport, 1979).   
People also tend to apply this way of thinking towards groups of people. 
Ultimate attribution error explains people‟s tendency to assume that whole 
groups of people have similar traits, such as children are innocent, rich people 
are hard workers and poor people are lazy; however, it is not necessarily true 
(Pettigrew, 1979; Bodenhausen, 1988). Similarly, people tend to assume things 
are correlated but in fact the correlation is weak or not related at all, such as the 
relation between age and behaviour. This overestimation is called Illusory 
correlation (Chapman, 1967; Hamilton and Gifford, 1976; Hamilton and Rose, 
1980; Redelmeier and Tversky, 1996). This effect can lead to the formation of 
stereotypes; moreover, existing stereotypes also can form illusory correlation 
(Nelson, 2002) 




Concerning stereotyping toward groups, Allport (1979) brings a concept of in-
group and out-group in perception studies. In-group is any group to which one 
belongs and out-group is any group to which one does not belong. Out-group 
homogeneity (Hamilton, 1976; Quattrone, 1986; Linville et al., 1989) is the belief 
that people tend to classify out-group members as more similar to each other 
than members of their own group. In other words, people are apt to perceive in-
group members individually and out-group as one group.  
People greatly simplify social environments by categorising in this way. This is 
because people pay more attention to information that is consistent and pay 
less attention to inconsistent information (Aronson et al, 2005). Thus, when 
people perceive out-group members, people use their own belief, knowledge 
and expectations for stereotyping them (Nelson, 2002). Related to out-group 
homogeneity, there is a tendency which is called In-group bias (Tajfel, 1982), 
which explains that people are apt to favour in-group members over out-group 
members.  
2.3.2.2.4 Reducing stereotype 
In relation to out-group homogeneity and in-group bias, Sherif et al. (1961) 
conducted an experiment involving 22 eleven-year-old boys at a summer camp. 
They divided 22 boys into two groups and observed their behaviour, and 
consequently found that when one group competed for a scarce resource with 
the other group (out-group), the group members tended to have hostility and 
prejudge to the out-group members. This psychological effect is called Realistic 
group conflict theory (Campbell, 1965). Sherif et al. also tried to reduce the 




hostility and prejudges towards the out-group members by using Contact 
hypothesis (Allport, 1979). The contact hypothesis assumes these negative 
thoughts will be diminished if two groups are brought into contact with each 
other. This is because prejudge is often born out of ignorance and fear. 
Consequently, Sherif et al. put the two groups together and asked them to do 
group activity; however, their attempt did not reduce the hostility and prejudges.  
Following the attempt, Sherif et al. gave a task which could be achieved only if 
both groups were worked together. This kind of task is called Super-ordinate 
goal, which requires cooperative effort of two or more groups to achieve their 
purpose. As a result, the negative thoughts and feelings were dramatically 
reduced. As seen in this experiment, conducting cooperative work and creating 
mutual goals would reduce bias towards out-group members. 
2.3.3 Attribution theories 
The previous part reviewed how people perceive and categorise others. In this 
part, how people understand causes of their own and other people‟s behaviour 
will be reviewed. An explanation of the cause of people‟s behaviour is called 
attribution and a group of theories which explain the causes is called Attribution 
theories. Studies of Attribution theories were developed by Heider (1958) and 
Kelley (1972; 1973). Heider suggests that explanations of behaviour fall into two 
categories. One is internal attribution and the other is external attribution. 
Internal attribution is related to personal factors such as personality, ability and 
motivation. In contrast, external attribution is related to environmental factors 




such as organisational rules, luck and natural environment. Based on the 
understanding, several Attribution theories will be reviewed in this section. 
2.3.3.1 Co-variation model 
As one of the attribution theories, Kelley (1973) proposed a co-variation model 
which explains the attribution of others by using three criteria as follows: 
 
a. Consensus: how other people behave or act in the same situation 
b. Distinctiveness: if people behave or act in the same manner in other 
situations 
c. Consistency: if people behave or act the same way at other times 
 
Kelley suggests that people attribute other‟s behaviour to internal factors when 
consensus and distinctiveness are low and consistency is high. For, instance, a 
student arrived late to school. If the student is the only one who arrived late 
(Low consensus), also comes late to meetings (Low distinctiveness) and always 
comes late to the school (High consistency), people attribute his behaviour to 
internal factors. In contrast, he also suggests that people attribute other 
people‟s behaviour to external factors when consensus and distinctiveness are 
high and consistency is low. For instance, if other students also come late (High 
consensus), the student who was late has never been late to any appointment 
(High distinctiveness) and comes late to school only once (Low consistency), 
people would think external factors affect the students‟ behaviour.  
 




2.3.3.2 Attribution biases 
People tend to think each individual is responsible for internal factors; external 
factors are uncontrollable and out of our own responsibility; however, when 
people observe others, internal factors are often overestimated. This is because 
most external factors are invisible (George and Jones, 1999). For example, 
when a person makes a mistake, people tend to think s/he is careless. This 
tendency is known as Correspondent inference (Gilbert and Malone, 1995). In 
fact, the person may have external problems; nevertheless, the act and his/her 
disposition are automatically connected as if there were no external factors. As 
shown in the example, if the Correspondent inference works negatively, it can 
be bias. Attribution theories also explain why and how people have biases 
towards others. 
Fundamental attribution error (Jones and Harris, 1967) refers to a tendency to 
over-attribute other‟s behaviour to internal factors. In restaurants, for example, 
when ordered food is delayed, people tend to think that the waitress‟ laziness 
caused the delay When ,in fact, the food was delayed because of a cook in the 
kitchen; however, since people cannot see the external factors, people over-
attribute the waitress‟ behaviour to her internal factors. Regarding this 
attribution error, researchers offer two explanations. First, this is because the 
people focus on the target and the situation simply becomes the background of 
the behaviour. Second, people simply think that external factors do not affect 
people‟s behaviour (George and Jones, 1999).  




People apply attribution not only for the behaviour of others but also for their 
own behaviour. Actor-observer effect (Storms, 1973; Baxter and Goldberg, 
1988) is a tendency to see own behaviour is caused by external causes, 
meanwhile, behaviour of others as being caused by internal causes. People are 
apt to think other people‟s behaviour is comparatively stable from situation to 
situation; however, people think that own behaviour varies from situation to 
situation. This is because people are totally aware of their own standing 
situation and notice that the situation affects their behaviour; whereas people 
are less aware of the external factors that others face (George and Jones, 
1999).   
Condition and situation also affects the attribution of our own behaviour. One of 
the attribution theories called Self-serving attribution (Zuckerman, 1979; Roesch 
and Amirkham, 1997) explains that when people succeed, they tend to think 
internal factors brought the success; meanwhile, in case people fail, people 
tends to think that failure was caused by external factors. In an organisational 
setting, for example, when a member is promoted, s/he would attribute the 
result to one‟s own effort and ability; whereas, when a colleague of the member 
is promoted, s/he would think their manager does not evaluate the subordinates 
fairly. Some related studies show that people tend to accept credit of success 
more than avoiding blame of failure (Miller and Ross, 1975); however, other 
studies explained that if people can deal with the failure in the future, they tend 
to accept the blame of failure (Fiske and Taylor, 1991; George and Jones, 
1999).  




People also can shift blame to others. When problems occur, even if it is 
caused by their own mistake, people tend to avoid being blamed. This tendency 
is called Scapegoat theory (Weatherly, 1961; Berkowitz and Green, 1962). In 
this case, people can blame others, especially one who is in a valuable position. 
Negative feelings such as frustration, anger or disappointment increase the 
tendency.  
2.3.3.3 Cognitive dissonance  
People want to think of themselves as reasonable, smart and moral; thus, when 
people hold two or more conflicting thoughts at the same time, a feeling of 
discomfort will be created. This psychological state is called Cognitive 
dissonance (Festinger et al., 1956; Festinger and Carlsmith, 1959). For 
example, a smoking habit is bad for health but a person smokes a cigarette. 
The person may feel they are doing something wrong and uncomfortable. When 
one‟s action and the belief are dissonant, people try to release the tension 
between two thoughts. There are three basic ways of releasing tension as 
follows (Aronson et al., 2005): 
 
a. By changing one‟s behaviour to release tension 
b. By attempting to justify one‟s behaviour through changing the conflicting 
cognition 
c. By attempting to justify one‟s behaviour by adding new cognitions 
 




If the smoker example is used, the first way is to give up smoking, the second 
way is to change the dissonant cognition based on new information such as 
links between cancer and cigarettes are inconclusive, and the third way is to 
find other smokers who keep good health. 
2.3.4 Section summary 
In this part, definition of perception, history of perception studies, basic 
perceptual processes and perceptual tendencies are reviewed.  
When people perceive others, schemas, motivational state, mood and context 
will affect perception. The key point will be that the information processor in our 
mind attempts to make sense of and understand complicated information from 
the environment. In order to achieve this purpose, the processor with limited 
capacity selects, adds extra information from past and interprets information 
from the outside; however, the processed information can be wrong because it 
is interpreted based on limited information. Furthermore, the wrong perception 
can create biases and stereotypes. For reducing stereotypes, knowing each 
other and creating mutual goals which requires cooperation for achievement 
(super-ordinate goal) can be applied.  
In addition, how people understand their own and other people‟s behaviours 
were also reviewed. The past studies explain that people tend to perceive their 
own behaviour positively and other people‟s behaviour negatively. This is 
because people cannot see external factors which are affecting other people. 
Moreover, even people tend to blame others especially people in valuable 
positions to protect themselves. Finally, people tend to change or modify one‟s 




thoughts to cope with cognitive dissonance because people want to keep their 
own positive image and believe their own behaviour is rational.   
2.4 Management and perception                                    
Organisations are continuously influenced by a number of both internal and 
external factors. Among the factors, a manager‟s behaviour will be one of the 
most important factors for enhancing organisational effectiveness, however, the 
manager‟s perception also indirectly effects the effectiveness (Analoui and 
Karami, 2002; Inamori and Analoui, 2010). In this section, in order to 
understand the mechanism between the perception and organisational 
performance, the outline of management studies, management theories and 
perception-related management studies will be comprehensively reviewed.   
2.4.1 The four main approaches in management 
Management is “a process of designing and maintaining an environment in 
which individuals, working together in group, accomplish efficiently selected 
aims” (Koontz and Weihrich, 1988, p. 4). There are a number of definitions and 
different views; however, many of them include these series of acts towards 
people and their environment, and achievement of results as a purpose in the 
definitions (e.g. Bedeian, 1984; Mullins, 2005).  
Regarding the managerial approach, it is viewed considerably different between 
the schools of thoughts. According to Skipton (1983), there are 11 main schools 
of management theory. As a simplified view, Mullins (2005) divided the 




management approaches into four approaches: Classical, Human relation, 
Systems and Contingency (see Figure 2.11). 
 
Figure 2.11 Main approaches to organisation, structure and management 
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Source: Adapted from Mullins (2005, p. 67 ) 
 
The first approach is the classical approach which includes scientific 
management and bureaucracy. In the early stage of management history, one 
of classical approach, scientific management (Taylor, 1911) was proposed. It 
treats management as a means of increasing productivities and the principle is 
strict and binding to control employees. With this scientific management, Taylor 




consulted factories and dramatically increased their productivities (Mullins, 
2005). This management approach treats people as machines, which is 
believed to be the most efficient way of management. It also explains that 
productivity is increased by financial rewards. Scientific management is often 
criticised about the relevancy of managerial philosophy (Rose, 1988); however, 
some scholars insist that the principle of scientific management is still relevant 
from the viewpoint of the managerial style such as time saving and work saving 
(Cloke and Goldsmith, 2002). 
The second approach is the human relations approach, which was emerged in 
the 1920s and brought human aspects into organisation studies. The approach 
takes a different position from the classical approach and it focuses on the 
satisfaction of an individual‟s needs through groups at work. The human 
relations movement began with the Hawthorne studies, which were conducted 
from 1924 to 1933 at the Hawthorne Plant of the Western Electric Company in 
Cicero, Illinois (Roethlisberger and Dickson, 1939). Initially, the researchers 
were trying to establish the relationship between various physical conditions 
such as temperature and lighting and the productivity. Nevertheless, there were 
no consistent relationships between the two factors. Productivity increased both 
in the experimental and the control group, thus the researchers eventually 
concluded that psychological factors such as motivation, manager‟s perception 
and human relation affected the productivity rather than physical factors at work. 
Based on the result, Mayo established his theories as the Hawthorne effect 
(Mayo, 1975). Regarding Hawthorne studies, Crainder (1998, p. 111) 
commented positively as follows: 





The Hawthorne studies were important because they showed that views of 
how managers behaved were a vital aspect of motivation and improved 
performance. Also, the research revealed the importance of informal work 
groups 
Indeed, the human relations approach has been criticised and the study are still 
under controversy (Silverman, 1970 ; Adair, 1984); however, it draws attention 
to psychological factors within the organisation (Makin et al., 1996; Ashkanasy 
et al., 2000; Bolton, 2005). 
The third approach is Systems approach. The approach tries to reconcile the 
Classical and Human relation approaches. Mullins (2005 p. 1063) describes this 
approach thusly:  
The attention is focused on the total work of the organisation and the 
interrelationship of structure and behaviour and the range of variables 
within the organisation. The organisation is viewed within its total 
environment and emphasises the importance of multi channels in 
interaction   
This approach considers both task and people aspects of organisations. In 
addition, it also takes into account the external environment as an important 
factor, while the classical approach considered only the internal environment 
(Analoui, 1998c). As seen in Koontz‟s (1988, p.12) basic systems approach 
model (see Figure 2.12), the management model interacts with external 




environments when it takes inputs and gives the outputs after the 
transformation process. 
 










Source: Adapted from Koontz (1988, p.12) 
 
The final approach is the contingency approach. The classical approach 
explained that there is a best form of organisational structure to maximise the 
productivities; meanwhile, the human relation approach focused on the human 
aspect and gave little attention to the structure. The system took account of 
both approaches and the external environment. On the other hand, this 
contingency approach assumes that there is no best managerial style as a 




number of factors influencing the organisation and the work environment, thus it 
emphasises the need for flexibility in management (Mullins, 2005). If-then matrix 
is often used for describing the contingency approach (see Figure 2.13). 
Depending on the situation factors on the horizontal line, organisation structure 
and systems of management will be changed.  
 
Figure 2.13 The “if-then” contingency relationship 
IF:









Source: Adapted from Mullins (2005, p. 635) 
 
Despite some criticisms and limitations of this approach, many studies have 
validated this approach and it has been widely accepted (Mullins, 2005). 
 




2.4.2 Manager and its role 
There are many management approaches, however, no matter which approach 
is taken, managers are essential in an organisation and no organisation can 
survive and be effective without them (Drucker, 1974). Mintzberg (1973) 
described managers as specialists who deal with specific roles which require 
specific skills. More precisely, Analoui (1997, p. 26) defines a manager as “one 
who recognises the need to understand the job content for what it really is and 
then uses the resources available to him or her to support such operations ”.  
Regarding a manager‟s role, Fayol (1949) introduced five management 
activities which explain that a manager is a person who is responsible for 
planning, organising, commanding, coordinating and controlling to achieve 
selected goals. Due to the wide range of roles, it has never been easy to define 
what a manager is (Handy, 1993). As other definition, for example, Mintsberg‟s 
model (1973) is often quoted (e.g. Handy, 1993; Bedeian, 1984). His model 






























Source: Adapted from Mintzberg (1973, p. 59) 
 
The three interpersonal roles (figurehead, leader and liaison) derive from the 
formal authority and status of the top management and subsequent three 
informational roles (monitor, disseminator and spokesman) and four decisional 
roles (entrepreneur, disturbance handler, resource allocator and negotiator) 
follow. Regarding managers‟ roles, Handy (1993) compares the roles with that 




of grand practitioners who check symptoms of patients, diagnose them, make 
prescriptions and give treatment to patients. Similarly, managers in 
organisations also collect information from both internal and external 
environments and process the information for further actions. This work process 
is well described by Minzberg‟ model (1973, p. 72) (see Figure 2.15). 
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Source: Adapted from Mitzberg (1973, p. 72) 
As seen in this model, managers are required to take action as disseminator, 
spokesman and strategy maker based on the external and internal information. 
Along with medical doctors, knowledge and experience would be important 
when they interpret information from the environments and move into action.  




2.4.3 Leadership and its approaches  
Differences of manager and leader are often compared. Likewise, differences of 
management and leadership are also argued. There are many interpretations of 
leadership. According to Crainer (1995), there are over 400 definitions of 
leadership and they cause misunderstanding to people. Northhouse (2007, p.3), 
as one of the definitions, explains leadership as “a process whereby an 
individual influences a group of individuals to achieve a common goal”.  
As for differences between management and leadership, based on Kotter‟s 
arguments (1990), Northhouse (2007) compared the functional differences 
between management and leadership (see Table 2.2).  
Table 2.2 Function of Management and Leadership 
Management 
Produces Order & Consistency 
Leadership 
Produces Change and Movement 
Planning and Budgeting 
 Establishing agendas 
 Set time table 
 Allocate resources 
Establishing Direction 
 Create a vision 
 Clarify big picture 
 Set strategies 
Organising and Staffing 
 Provide structure 
 Make job placements 
 Establish rules and procedures 
Aligning People 
 Communicate goals 
 Seek commitment 
 Build teams and coalitions 
Controlling and Problem Solving 
 Develop incentives 
 Generate creative solutions 
 Take corrective action 
Motivation and Inspiring 
 Inspire and energise 
 Empower subordinates 
 Satisfy unmet needs 
  
Source: Adapted from Northhouse (2007, p. 10) 




According to the differences, the purpose of management is to accomplish 
activities by organising people and the work environment, while that of 
leadership is to lead followers in the right direction with motivation and 
inspiration. As shown in Table 2.2, management and leaderships are different; 
however, they are both essential for organisations. If there is an organization 
with strong management and without leadership, the organisation will be stifling 
and bureaucratic. In contrast, if there is an organisation with strong leadership 
and without management, the organisation will be meaningless or misdirected 
(Mullins, 2005; Northouse, 2007).  
There are many approaches to examine leadership, nevertheless it can be said 
that trait, functional, skills, style and situational approach would be the major 
approaches.  
First, trait approach was one of the first attempts to study leadership. This 
approach focuses on identifying certain inherited characteristics or personal 
traits, thus it believes that leaders are born and not made (Northouse 2007).  
Druker (1961, p.156) also commented on leadership as follows: 
 
Indeed there is no substitute for it. But leadership cannot be created or 
promoted. It cannot be taught or learned… There is no substitute for 
leadership. But management cannot create leaders. It can only create the 
conditions under which potential leadership qualities become effective: or 
it can stifle potential leadership.  
 




Based on the related studies, Northouse (2007, p. 19) suggests five major 
leadership traits which are intelligence, self-confidence, determination, integrity 
and sociability. However, very few common personal, physical and mental 
characteristics of successful leadership traits have been identified in empirical 
studies (Kakabadse et al., 2004). In addition, as Stogdill (1948) explains, this 
approach does not consider situational factors; thus, effective leadership traits 
may be different depending on situations.  
Second, skills approach forces us to clarify knowledge and abilities which are 
required for effective leadership. In contrast to the traits approach, Katz (1955) 
treats leadership as a set of developable skills and introduces three basic 
personal skills, which are technical, human and conceptual skill. Technical skill 
is the ability to deal with work activities, while human skill is the knowledge to 
work effectively with people. Then, conceptual skill is the ability to work with 
ideas and concepts. Katz argues that effective leaders are required to have 
these skills; however, depending on the type of position in a management 
hierarchy, some skills will be more important than others. There are a number of 
skill approach models. As an alternative skills approach model, Analoui (1993b) 
proposed task-related, people-related and self-development skills based on his 
research in the Zimbabwean public sector. Moreover, Mumford et al.‟s model 
(2000) consists of creative problem solving, social judgement and knowledge as 
the heart of the skills for effective leadership. Despite the different 
categorisations, these skills approaches describe leadership competence from 
the viewpoint of skill and explain that these can be learned and developed 
(Northouse, 2007).  




Third, the style approach focuses on the behaviour of leaders to explain 
leadership effectiveness. There are two extensive researches about leadership 
behaviour (Mullins, 2005); one was implemented in Ohio State University, which 
indicated two core leadership behaviours called consideration and initiating 
structure, and the other study was conducted by the University of Michigan, 
which proposed production-centred and employee-centred supervision as 
important leadership styles. Despite the different terminology about leadership 
behaviour, the ideas of the two studies overlap each other. Including the works 
of McGregor‟s Theory X and Theory Y (1960) and Blake and McCanse‟s 
Leadership grid (1991), Mullins (2005) categorised the two studies into two 
dimensions (see Table 2.3). 
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As represented by Blake and McCanse‟s definition, there are two major 
leadership styles. One is task-related leadership and the other is people-related 
leadership. As an example of the two dimensions, McGregor (1960) introduced 
two theories regarding managers‟ assumptions about employees. He avoided 
descriptive labels, and simply called the theories Theory X and Theory Y. 
Theory X assumes the average person: 
 
a. Dislikes work and attempts to avoid it 
b. Has no ambition, wants no responsibility and would rather follow than 
lead 
c. Is self-centred and, therefore, does not care about organisational goals 
d. Resists change 
e. Is gullible and not particularly intelligent. (pp. 33-34) 
 
On the other hand, Theory Y makes the following general assumptions: 
 
a. Work can be as natural as play and rest 
b. People will be self-directed to meet their work objectives, if they are 
committed to them 




c. People will be committed to their objectives, if rewards are in place that 
address higher needs such as self-fulfilment 
d. Under these conditions, people will seek responsibility 
e. Most people can handle responsibility because creativity and ingenuity 
are common in the population. (pp. 47-48) 
 
The concept of Theory X comes from the classical management approach and 
Theory Y comes from the human relations management approach (Analoui, 
1998c). Theory X views employees negatively and treats them as machines, 
whereas Theory Y views employees positively and treats them as human 
beings. It also can be said that Theory X oriented behaviour is related with task-
related skills; Theory Y oriented behaviour is related with people-related skills 
(Analoui, 1998c; Mullins, 2005). The ideas of McGregor‟s Theory X and Theory 
Y were developed and gave influence to leadership models.  
There is a great deal of literature regarding Theory X and Theory Y. Some of 
the studies argue the effectiveness of Theory Y (Zippo, 1980; Buhler, 1988; Fatt, 
2002; Plimmer, 2005). In contrast, Greene (1981) indicated that Theory Y was 
unrealistic, and Bobic and Davis (2003) explained that Theory Y has failed to 
reform the workplace and work attitudes. Most studies were introduced based 
on their experiences and observations, and unfortunately there are few 
empirical evidences based on analytical data. In addition, it would not be 
realistic to apply only one approach to an organisation. 




Thus, in order to meet a practical work environment, leadership style is 
explained by the combination of the two dimensions of leadership behaviour by 
Blake and Mouton (1964). They introduced Leadership Grid which sets concern 
for results (Theory X oriented leadership behaviour) at the X-axis and concern 
for people (Theory Y oriented leadership behaviour) at the Y-axis (see Figure 
2.16). Each axis ranges from one (Low) to nine (High).  
Figure 2.16 Leadership Grid 
 
Source: Adapted from Grid International (2007) 
Although there are 81 types of leadership style on the grid, five major leadership 
styles, which are Authority-compliance (9,1), Country club management (1,9), 
Impoverished management (1,1), Middle-of-the-road management (5.5) and 
Team management (9,9), were proposed. According to Blake and MaCanse 
(1991), the high-high style (9,9) is most effective and the low-low style (1,1) is 
the least effective. These style approaches help us to understand various 




leadership behaviours; however, a wide range of empirical studies shows only 
limited support for the high-high style effectiveness (Yukl, 2002). In addition, the 
approaches have not identified a universal set of leadership behaviours that will 
bring effective leadership (Northouse, 2007).  
Finally, situational approach explains how leaders can become more effective in 
different types of organisational settings. Hersey and Blanchard (1996)  
proposed a situational leadership model which also uses combinations of 
supportive behaviour (Theory Y oriented leadership behaviour) and task 
behaviour (Theory Y oriented leadership behaviour) to provide four core 
effective leadership behaviours towards subordinates in four main work 
situations: directing (S1), coaching (S2), supporting (S3) and delegating (S4) 
(see Figure 2.17).  
Figure 2.17 Situational leadership model 
 
Source: Adapted from Blanchard et al. (1985, p. 68) 
 




The situations also represent development stages of subordinates. According to 
Hersey and Blanchard, they suggest that leadership behaviour may be different 
depending on the readiness of subordinates.  
First, in S1, when subordinates start to work for an organisation, the leader is 
required mainly a high amount of directive behaviour (guidance) for instructing 
on how to achieve planned goals. Second, in S2, in addition to the guidance, 
high amounts of both directive and supportive leadership behaviour will be 
required to develop the subordinates‟ confidence about work. Third, in S3, once 
the subordinates are able to do their work, a high amount of directive behaviour 
will be no longer required. Instead, the leader needs to apply more supporting 
behaviour to the subordinates for enhancing their self-confidence, which 
enables them to work more independently. Finally, in S4, the leader will not 
require both high amounts of both directive and supportive behaviour because 
the subordinates becomes able to conduct and manage their work by 
themselves. 
This practical leadership approach is easy to understand and easy to apply for 
enhancing leadership effectiveness; however, there are some criticisms that 
only limited empirical research justified the assumptions of this approach 
(Vecchio, 1987; Norris and Vecchio, 1992; Blank et al., 1990).  
2.4.4 Relationship between perception and performance 
As explained in the leadership approach in the previous section, leadership 
behaviour mainly consists of Theory X and Theory Y oriented managerial 




assumptions. In this section, relationships between these assumptions and the 
performance of targets (subordinates) will be reviewed.  
2.4.4.1 Hygiene factor and motivator 
Motivating organisation staff will be essential to enhance work performance 
(Mullins, 2005), however, people-related management skills has been 
“traditionally neglected” in practice (Analoui, 1993b, p. 78). One of the early 
studies of motivation, by Herzberg et al. (1959), proposed a two factor theory of 
motivation. Despite some criticisms about the work (Shipley and Kiely, 1988), 
the theory, based on the empirical study, has drawn attention to the importance 
of motivation in organisation studies (Mullin, 2005). The factors in the theory are 
called hygiene factor (maintenance factor) and motivator (growth factor). 
Hygiene factor is related to a work environment such as salary, job security or 
working condition, and ensures employees do not become dissatisfied; 
meanwhile, motivator is related to a psychological aspect of work, such as 
recognition, personal growth and sense of achievement, which serves to 
motivate people to work hard. Hygiene factors cannot motivate people; 
nevertheless the factors maintain employee‟s performance and become the 
foundation of motivators. According to this theory, financial incentives cannot 
make people work hard, thus people-related managerial skills are required to 
motivate people in organisations (Analoui, 1993a).  
2.4.4.2 Self-fulfilling prophecy  
Hawthorn studies, Theory Y, and Two factor theory explain the importance of 
psychological factors in the workplace. Related to these studies, there are 




studies which explain that people‟s expectation towards other changes the other 
person‟s perception, behaviour and performance. This idea is called self-
fulfilling prophecy (Merton, 1948). Adler and Gundersen‟s model (2007, p. 45) 
explains this psychological effect by using Theory X oriented managerial 
assumption (see Figure 2.18).  
 










Source: Adapted from Adler and Gundrsen (2007, p. 45)  
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relationship, in order to motivate employees and create an effective 
organisation, Theory Y oriented managerial assumption towards employees will 
be required based on a trusting relationship between managers and employees 
(Carson, 2005).   
However, exceptionally, in some cultures, Theory X oriented managerial style is 
preferred. For example, it is reported that Filipino employees tend to prefer 
Theory X oriented management because they seek frequent supervision from 
their managers otherwise they feel they are unimportant and neglected (Adler 
and Gundersen, 2007). As Hofstade (2003) explained, the meaning of 
behaviour can be different in each culture.   
2.4.4.3 Pygmalion effect 
The Pygmalion effect (Rosenthal and Jacobson, 1968) is a type of self-fulfilling 
prophecy and has been proved in educational, military and organisational 
settings. It refers to a situation in which students, solders or employees perform 
better than others do, because teachers superior officers or managers simply 
have positive expectations of them. Rosenthal and Jacobson (1968) provided 
the first empirical evidence of the Pygmalion effect. In their study, they told a 
group of elementary school teachers that an intelligence test had shown that 
some of their students were late bloomers. The teachers were told to expect 
that these students would blossom in the coming year; however, in fact, the 
children labelled as “late bloomers” were selected randomly. At the end of the 
year, intelligence tests were implemented to the students. As a result, whereas 
the late bloomers and the control students had the same average scores at the 




beginning of the year, the late bloomers‟ average score was significantly higher 
than that of control group on the second intelligence test. Interestingly, the 
teachers were unaware of having treated the experimental and control subjects 
differently.  
Pygmalion effect does not automatically occur. As Sutton and Woodman (1989) 
explain, there are mediators between the perceiver‟s expectation and the 
target‟s performance and the causal relationship between the factors is 
supported by several studies, such as expectancy theory (Vroom, 1964) and 
attribution theories (Heider, 1958 ; Kelley, 1973).  
As a negative version of the Pygmalion effect, Babad et al. (1982) introduced 
Golem effect, which explains that a perceiver‟s low expectation towards a target 
causes negative performance effects and they found that when teachers 
harboured naturally low expectations regarding the performance of some 
students, the performance of these students was significantly lower than that of 
those students for whom teachers had intermediate or high expectations.  
2.4.5 Section summary 
This part reviewed several management and leadership approaches. There are 
two main approaches: task-related and people-related. In the early stage of 
management studies, the task-related approach was dominant and 
subsequently people-related approach also started receiving attention. The two 
approaches have been developed by a number of scholars, whereby a 
combination of the two approaches has been used to meet practical work 
environment. The two approaches are underpinned by two managerial 




assumptions called Theory X and Theory Y. The former theory assumes 
employees are lazy and dislike to work, while the latter theory assumes they are 
self-motivated and exercise self-control. 
Regarding the influence of the assumption on employees, Pygmalion and 
Golem effect studies argue that positive expectations enhance targets‟ 
performance, whereas negative expectations lower their performance. There 
are a number of factors that affects organisational performance; however, these 
studies draw attention to the importance of psychological aspects in an 
organisation. The details of Pygmalion effect will be explain in the next chapter. 
2.5. Power and interaction 
The unequal power relation between donor staff and local staff resulting from 
donor-recipient relation has been discussed in the first section. In organisations, 
there are several power sources and these powers are applied differently 
depending on the situation and context. In order to understand the power and 
interaction between actors in an organisation, this section reviews a wide range 
of power sources and interaction models. 
2.5.1 Classification of power 
Power enables the modification of people‟s attitude or behaviour (Handy, 1993). 
As one of the definitions, Mullin (2005, p. 1060) describes power as “The level 
of control or influence a person holds over the behaviour of others within or 
without the consent.” 




As explained in the definition, power can be used coercively to change the 
behaviour of others. In an organisation‟s settings, managers can give influence 
on subordinates‟ behaviour by using power; however, the power does not 
always rely on the status of managers but other power sources. At the 
beginning of the work, French and Raven (1960, pp. 262-268) introduced five 
power sources as follows: 
 
a. Reward power:  perception ability and resource to obtain reward 
b. Coercive Power: perception ability to punish or to bring about 
undesirable outcome 
c. Legitimate power: perception which is based on role or position in the 
organisation 
d. Referent power: identification influence because of attractiveness, 
personal characteristic, reputation or charisma.  
e. Expert power:  perception based on special knowledge or expertise 
 
This idea was developed by a number of researchers (e.g. Pfeffer, 1981; 
Fincham, 1992), whereby Handy (1993, p. 128-132) also classified a source of 
power in social and organisational settings. He defines six sources of power 












- Power is based on superior force which is owned by physically big and strong 
man, moreover, a tyrant or commander who takes superior position and can use 
physical power to others.  
- In developing, this power is more important than the will of the great majority of 
people; however most adult organisation do not use this power.  
Resource power - This power works by possessing valued resources.  
- Money is one of the valued resources but the resources do not need to be 
material. It can be status or right.  
- This power needs to satisfy two conditions to work. One is that there must be 
control of the resources. Second is potential recipient must desire to get the 
recourses.  
- Managers often satisfy both conditions such as salary and promotion.  
Position power 
 
- This power comes from the authority of role or position in the organisation.  
- It includes some invisible assets which the occupant can control such as 
information, right to access and the right to organise.  
-The occupant of a position has right to organise a physical, psychological and 
sociological environment. It also can be thought as a hidden asset.  
Expert power 
 
- Expert power results from acknowledged expertise.  
- This power is comparative and the least obnoxious power. 




- The power exists in the person and in the personality. This power is sometimes 
called charisma. 
- Position or expertise can enhance the power; therefore, politicians lose a lot of 
personal power when they lose their political titles.  
-The power is reinforced by success; but easily broken by defeat.  
Negative power 
 
-Negative power is a capacity to cease things happening or to distort them.  
-Low position staff can use this power as a messenger can block or delay 
information.  
-This power does not relate with the position and can be used both legitimately and 
illegitimately. 
Source: Handy (1993, pp.128-132) 




Being different from French and Raven‟s power categorisation, Handy explains 
information power as a part of position power and added negative power. 
However, it seems some powers are missed out in his classification. Firstly, he 
emphasises strongly the relation between personal power and position or 
expertise. However, in reality, even if a person is not in a high position or an 
expert, other people can be influenced by the personality and physical 
characteristics of the person.  
Similarly, Kakabadse et al. (2004) also introduced seven power sources. The 
powers are reward, role, personal, knowledge, network, information and 
corporate memory power. Distinctively, they emphasise the emotional aspect of 
personal power to explain undefined power sources. Some people can accept 
orders from others because they simply like them. There are no relations with 
reward, status or expertise but emotion. Regarding application of the personal 
power, Kakabadase et al (2004) introduced two factors which enable one to 
apply personal power successfully. One factor is that others are attracted by the 
individual, whereas the other factor is personal contact between them. In short, 
this power will work under a trust relationship which results from long term 
interaction. Personal power is established on the basis of people‟s perception; 
thus, the power may work well with one group of people, but not with another. 
In addition, Kakabadse et al. (2004. p.187) offer a different type of power: 
corporate memory power. They describe people who own the power as follows: 
 
 





Experienced employees, who are “long stayers”, are intimately acquainted 
with the organisation. They know whom to ask for particular advice or skills.
 They can describe the history of the organisation, its development, its stre
ngths and weaknesses. Within the organisation, they are considered to be 
the “sages” or wise ones. 
 
This power can be thought of as a part of information power. However, this 
corporate memory power is not related with position or status. People who have 
this power act as a guide and gather respect from others.  
As occasion demands, managers are required to apply powers for managing 
organisations. Power is essential for effective management; hence, the 
important thing will be applying power in the right way. When power is applied 
without consent, people would perceive power as peremptory and it may 
negatively influence the relationship between the two actors. The perceptual 
difference would partly be related with interaction occurring between them. This 
will be reviewed in 2.5.3. 
2.5.2 Relation between power and involvement 
As explained in the previous section, there are a number of classifications of 
power in organisations; however, the most simplified classification would be 
Etzioni‟s (1961) classification. He defines power as “an actor‟s ability to induce 
or influence another actor to carry out his directives or any other norms he 




supports” (Etzioni, 1961, p. 4). His classification is based on the type of means 
as follows: 
 
a. Coercive power: The power relies on the use of physical force. For 
example, generating frustration through restriction of movement or 
controlling the need for food, sex and comfort by force. 
b. Remunerative power: The power is based on the manipulation of 
material resources and rewards such as salaries and wages. 
c. Normative power: This power relies on the allocation and manipulation 
of symbolic rewards such as esteem and prestige. 
(Etzioni, 1961, p. 5) 
 
These means are represented by physical, material and symbolic indications. In 
addition, he also considers the types of involvement in the study, the three 
types of involvement as follows: 
 
a. Alienative involvement: There is an intense negative orientation towards 
the organisation. This involvement can be seen in prisons or 
concentration camps. 
b. Calculative involvement: There is either a negative or positive 
orientation of low intensity toward the organisation. This involvement 
can be seen in business settings.   




c. Moral involvement: There is high intense positive orientation to the 
organisations. This involvement can be seen in a religious community 
such as church. 
(Etzioni, 1961, p. 10) 
 
Etzioni explains compliance relations based on the three types of involvement 
and the three kinds of power by using the matrix (see Table 2.5). 
 
Table 2.5 A Typology of Compliance Relations 
 Kind of involvement 




Coercive 1 2 3 
Remunerative 4 5 6 
Normative 7 8 9 
  
Source: Adapted from (Etzioni, 1961, p. 12)  
 
The diagonal relations, one, five and nine, occur more frequently than the other 
six relations. Etzioni calls the three types congruent types and the other six 
types incongruent types. He also proposes a hypothesis that congruent types 
are more effective than incongruent types. This model would be too simplified 




for power sources, however, explains suitably which nature of power is applied 
in certain situations.  
2.5.3 Inter-personal interaction  
Power can give influence on interaction between people (Berne, 1968). When 
power is wrongly applied on interaction, the receiver may have a negative 
impression such as feeling used or manipulated. This section introduces several 
interaction models which explain why some communication styles continue and 
other communication styles break down with negative impressions.  
2.5.3.1 Transactional analysis 
While people interact with others in an organisation, role, situation or social 
status would affect their perception, attitude and behaviour (Aronson, 2005). 
When a manager talks to a subordinate, the manager talks as a manager and 
the subordinate responses as a subordinate. In this case, the conversation will 
continue because both sides accept the relationship. In contrast, if the 
subordinate talks as the manager‟s boss, the manger may become upset and 
the conversation may break down. Borne (1968) proposed an analysis method 
called Transactional Analysis (TA) that covers both the structure of personality 
and the interaction between people. Despite criticisms form many psychologists 
from academic viewpoints, TA is accepted and developed by eclectic therapists 
and used as part of a psychological counselling method (Makin et al., 1996; 
Northouse, 2007). TA explains why some communication breaks down and 
some other forms of communications are awkward and uncomfortable. Borne‟s 
model consists of two main notions; one is concepts of ego state and the other 




is the assumption of transaction between the ego states. According to his work, 
there are three ego states, which are Parental, Adult and Child ego state, in our 
mind. Each person has the three ego states and these are universal, although 
there is a preferred ego state (see Figure 2.19).  








Source: Adapted from Berne (1968, p. 25)  
 
In parental and child ego states, there are two subdivisions. These are nurturing 
parent and critical parents in parental ego states, and adapted child and free 
child in child ego state (Stewart and Joines, 1987, p. 21). The subdivisions were 
also developed by other researchers and the names of the subdivisions are 















(B)               
Simplified Form




These ego states manifest themselves in people‟s behaviour. Parent ego state 
represents a behaviour which mimics mainly one‟s parents and refers to feeling 
right or wrong and how to care about people. Adult ego state represents a 
behaviour which is objective and rational, based on fact. This ego state is 
comfortable for many people. Finally, child ego state represents a behaviour 
which is associated with having fun, playing, rebelliousness, spontaneous 
behaviour and emotional response. There are mainly two kinds of transaction 
between agent and respondent. One is complimentary transaction (see Figure 
2.20) and the other is crossed transaction (see Figure 2.21).  
 




















































Source: Adapted from Berne (1968, p. 30)  
In complementary transaction, response is appropriate against stimulus from 
agent. It follows the natural order of a healthy human relationship. A 
conversation of complimentary transaction (A) Type I (see Figure 2.20 left) 
between the Adult-Adult ego states would be: “What time do we go?” and “Two 
o‟clock”. Then, a conversation of complimentary transaction (B) Type II (see 
Figure 2.20 right) between child ego state and parent ego state would be: “Can 
you help me?” and “Of course, I can help”. Usually, complementary transactions 
most commonly occur in superficial working and social relations and will 
continue. 
The complementary transaction is easily disturbed by crossed transaction that 
will not continue unless one of the individuals moves to the appropriate ego 



























between adult ego state and child ego state would be: “Can you help me?” and 
“No! I don‟t want to”. In case of a crossed conversation (B) Type II (see Figure 
2.21 right) between adult ego state and parent ego state, the conversation 
would be: “Do you know where my key is?” and “Why didn‟t you keep it in the 
right place”. In general, adult to adult complimentary transaction may be normal 
in organisation and it is beneficial to keep good human relation. In addition, 
adult ego state is concerned with information exchange, evaluation and rational 
decision-making (Makin et al., 1996). 
In order to improve interaction, firstly, ego state needs to be recognised. In 
order to recognise ego state, Makin et al. (1996) proposed the most common 
managerial ego states and characteristic words, voices, expressions and 
attitudes (see Table 2.6).   
Table 2.6 Ego state characteristics 
 





























































Source: Adapted from Makin et al. (1996, p. 107) 




If adult-adult transactions are norm in workplace, as seen in the table, negative 
or inappropriate words, voices, gestures and attitudes should not be applied as 
these can easily break transactions or may give negative feelings to the 
respondent who is forced to move from preferred ego state to other ego state to 
keep the transactions.  
2.5.3.2 OKness 
Harris (1995) explains these transactions with simplified four life positions called 
OKness. He uses a concept if a person is OK or not OK instead of three ego 
states. Then Harris (1995, p. 42) created the four positions held with respect to 
oneself and others: 
 
a.  I‟m not OK - You‟re OK 
b.  I‟m not OK - You‟re not OK 
c.  I‟m OK - You‟re not OK 
d.  I‟m OK - You‟re OK 
 
People take one position as essential value when perceiving oneself in relation 
to the other. First, the I‟m not OK - You‟re OK position is often seen by 
newcomers in organisations. It is also a common feeling in early childhood and 
suicides tend to take place in this position. Second, the I‟m not OK - You‟re not 
OK position represents a situation where both sides do not know what is going 
on and there is no control. Third, the I‟m OK - You‟re not OK position is often 
adopted by some religious groups. In organisations, some employers would 




take this position toward employees. Then, finally, the I‟m OK - You are OK 
position is the most desired position. Both parties are in control and can interact 
with each other effectively.  
People have a preferred position in everyday life and a fallback position when in 
trouble. Although there are preferred positions for people, most people may live 
in the I‟m OK - You are OK position. On the contrary the I‟m OK - You are not 
OK position will be most common position when things go wrong. The next 
common position may be I‟m not OK - You‟re OK position; nevertheless, people 
tend to quickly shift to the I‟m OK - You‟re not OK position because the I‟m not 
OK situation is not comfortable (Makin et al., 1996). The Self-serving attribution 
bias in the previous section also explains a similar human tendency. Most 
people like to be in the I‟m OK position; thus, when a situation goes wrong, 
people like to think that the problem was caused by others. It seems people 
tend to have a positive image of themselves without fair judgement. As one of 
the solutions to maintain good interaction, making contract between others 
would help to get to the I‟m OK - You‟re OK position (Berne, 1968 ; Stewart and 
Joines, 1987).   
2.5.4 Section summary 
Managers are required to apply power for effective management. Power 
enables them to modify the attitude and behaviour of others; however, the 
important thing will be applying power correctly. Enforced order will not be 
effective since it may de-motivate subordinates. 




Subsequently, TA analysis and OKness explain a way of effective 
communication. According to the findings, adult-adult ego state and the I‟m OK - 
You‟re OK position are assumed to be the desired combination in interaction. 
Some inappropriate transactions may upset people and lower work 
performance. In order to achieve effective communication, the ego state of both 
parties should be recognised. Especially, people with a superior position have a 
chance to select the ego state; thus, the role of manager will be considerably 
important for maintaining effective communication and a successful 
organisation. 
2.6 Understanding cross-cultural issues                                     
Emergence of globalisation integrates the world economically, culturally, 
politically, religiously and socially. The wave of globalisation brings changes in 
business world. Many companies plan strategies for globalisation and apply 
them at work (Adler and Gundersen, 2007). In order to cope with the changes, 
managing different ethnicities, genders, age and cultural groups will be a key for 
successful business (Holden, 2002; Hofstede, 2003; Hays-Thomas, 2004; 
French, 2007; Adler and Gundersen, 2007). Hofstede (2003, p. 219) explains 
the importance of cross-cultural management as “Quality of development 
cooperation depends on the effectiveness of the intercultural encounter of 
members of two very different societies”. This part reviews the nature of culture, 
national culture and organisation culture; furthermore, the process of culture 
shock is also reviewed in order to understand the influence of cross-culture on 
people and organisations.  




2.6.1 Definition and nature of culture 
People in the world are tackling global issues for the betterment of the world; 
however, there are still misunderstandings and conflicts between different 
nations, parties and races and they are struggling to achieve their purpose. 
Hofstade (2003) suggests that the reasons for failures are not only technical 
problems but also underestimation of cultural differences issues. He explains 
the situation as “why so many solutions do not work or cannot be implemented 
is because differences in thinking among the partners have been ignored” (2003, 
p. 4). 
Before arguing cultural differences, a definition of culture should be reviewed. 
There are a number of definitions of culture, however the definition of Kroeber 
and Kluckhohn (1952, p. 181) is widely quoted in management literature (e.g. 
Holden, 2002; Guirdham, 2005; Adler and Gundersen, 2007) and they say that 
culture:  
 
    …consists of patterns, explicit and implicit of and for behaviour acquired 
and transmitted by symbols, constituting the distinctive achievements of 
human groups, including their embodiments in artefacts: essential core of 
culture consists of traditional (i.e., historically, derived and selected) 
ideas and especially their attached valued; culture systems may, on the 
one hand, be considered as products of action; on the other, as 
conditioning elements of future action. 





Meanwhile, Holden (2002, p. 21-22) extracts important essences from the 
definition. These are: 
a. The members of a culture system share a set of ideas, and especially 
value. 
b. These are transmitted (particularly from one generation to another) by 
symbol. 
c. Culture is produced by the past actions of a group and its members. 
d. Culture is learned. 
e. Culture shapes behaviour and influences one‟s perception of the world.  
 
From a different view, Hofstade (2003, p. 260) clearly separates culture into two
 parts as follows: 
 
a. The training or refining of the mind; civilisation (culture one) 
b. The collective programming of the mind which distinguishes the 
members of one group or category of people from another (culture two) 
 
Applying the second definition, Hofstede explains the differences between 
personality, culture and human nature by using his model (see Figure 2.22).  
 











Source: Adapted from Hoftede (2003, p. 6)  
 
On the top, there is personality. Personality is specific to each individual and 
her/his unique personal set of mental programmes which is not shared with any 
others. It is based on traits which are partly inherited genetically and partly 
learned. On the second level, there is culture. Culture is learned and derives 
from one‟s social environment. It is not inherited genetically. Then at the bottom 
of the triangle there is human nature. Human nature is common in all human 
beings and inherited genetically. Human nature is represented by emotions 
such as fear, anger, love, joy and sadness; however, how people express these 
feelings are modified by culture (Hofstede, 2003).  
Hofstede also explains the constitution of culture in his „onion diagram‟ (see 

















Figure 2.23 The „onion diagram‟:  









Source: Adapted from Hosftede (2003, p. 9)  
The diagram consists of four layers. From the outside, the superficial layer is 
called Symbol. The meanings of Symbol are only understood by those who 
share the culture. The second layer is Heroes. The Heroes are people who 
posses characteristics which are highly admired in a culture. The person can be 
dead or alive, real or imaginary, who serve as models for behaviour. The third 
layer is Rituals. The Rituals represent a way of greeting and paying respect to 
others, social and religious ceremonies. They are collective activities and 












These three layers are visible to outside observers and categorised as practices; 
however, the cultural meaning will not be understood by the outsiders. The 
meaning is only interpreted by the insiders. Finally, the core of the diagram is 
Values. The Values are invisible and broad tendencies to favour a certain state 
of affairs over others. They have both a plus and minus side such as good or 
bad, ugly or beautiful and dirty or clean. The values are the first things that 
children learn and most children establish their basic value systems by the age 
of ten, unconsciously. After the age of ten, it is difficult to change the system 
(Hofstede, 2003).   
Regarding influence of culture on people, Adler and Gundersen (2007) 
explained how culture affects people‟s values, attitudes and behaviour in her 
model (see Figure 2.24).  
 















This model starts from culture. First, the culture forms a value system and 
subsequently the value system affects people‟s attitude. Followed by this 
process, the attitude influences human behaviour and eventually changes the 
pattern of individual and group behaviour influences on culture. This cycle 
continually circulates and the influence of culture forms a different value system. 
This model enables us to explain why people‟s behaviour varies across the 
ages. 
2.6.2 Dimensions of culture 
Culture is different between societies (Hofstede, 2003). Regarding cultural 
differences, some noted models have been introduced by scholars such as 
Kluckhohn and Strodtbeck (1961), Trompenaar‟ (1993) and Hofstede‟s five 
dimension model (2003). In this section, Hofstede‟s model will be focused on 
because it is widely accepted by scholars over other models (French, 2007). 
Hofstede explains cultural differences by using an index called cultural 
dimension. He set six dimensions which are called Power Distance, 
Individualism, Masculinity, Uncertainty Avoidance and Long-Term Orientation 
(Hofstede, 1993 p. 89-90) (see Table 2.7). By using and comparing these 
indexes, Hofstede explains cultural differences between nations and causes of 
misunderstandings between different nationals.  
 
 




Table 2.7 Hofstede‟s Five cultural dimensions 
 Index Description 
Power Distance Index 
(PDI): 
-The extent to which the less powerful members of organisations and 
institutions accept and expect that power is distributed unequally.  
Individualism (IDV): -The degree of individualism versus its opposite collectivism. 
- In individualism society, people are tied loosely and everyone is expected to 
look after him/herself and his/her immediate family 
- In collectivism society, people are integrated in to strong, cohesive in-group, 
often extended families. 
Masculinity (MAS): - The degree to which a culture emphasises masculinity values such as 
competitiveness and performance, versus its opposite femininity value such 
as relationships and a concern for quality of life.  





- The extent to which society’s tolerance for uncertainty and ambiguity as 
opposed to desiring structured situation.  
- Uncertainty avoiding cultures try to minimise the possibility of such situations 
by strict laws and rules, safety and security measures.  
- People in uncertainty avoiding countries are also more emotional, and 
motivated by inner nervous energy.  
Long-Term 
Orientation (LTO): 
- The degree of long-term orientation versus short-term orientation.  
- It can be said to deal with Virtue regardless of Truth.  
- Values associated with Long Term Orientation are thrift and perseverance; 
meanwhile, values associated with Short Term Orientation are respect for 
tradition, fulfilling social obligations, and protecting one's 'face'.  
 
Source: Hofstede (2003) 




2.6.3 Organisation culture 
Along with the national culture, the organisation culture is also varied 
(Kakabadse et al., 2004). As one of the definitions of organisation culture, by 
Buchanan et al. (2004, p. 643), says, it is:  
 
The collection of relatively uniform and enduring values, beliefs, customs, 
traditions and practices that are shared by an organisation‟s members, 
Learned by new recruits, and transmitted from one generation of 
employees to the next.  
 
There is no consensus about the definition (Brown, 1998) and there are a 
number of ways to classify organisational culture (e.g. Harrison, 1972; Deal and 
Kennedy, 1982; Handy, 1993; Hofstede, 2003). As one of the definitions, 
Schein (1985) divides organisation culture into three levels and attempts to 
explain the different natures of organisation on each level (see Figure 2.25).  
The first level is Artefacts, which is most visible and accessible for outsiders 
such as physical objects, behaviour of organisation members, rituals and 
language, but it is difficult for outsiders to understand the meaning. The second 
level is Values, which refers to conscious strategies, goals and philosophies of 
the organisation. The Values are invisible, however the culture affects people‟s 
behaviour. Leaders tend to create values and share them with employees 
subsequently. The third level is Basic assumptions which are common feelings, 




thoughts and beliefs that are shared with employees without being taught. This 
is difficult to discern because it exists at an unconscious level.  
 




Visible and audible behaviour pattern
Values
Testable in the physical environment
Testable only by social consensus
Basic Assumptions
Relationship to environment
Nature of reality, time and space
Nature of human nature
Natue of human activities
Nature of human relationship
Visible but often
not decipherable
Greater level of 
awareness




Source: Adapted from Schein (1985, p. 14)              
 
From a different viewpoint, Handy (1993, pp.183-191) classifies organisation 
culture based on the ideas of Harrison (1972) and introduces four main types of 
organisational cultures, which are power culture, role culture, task culture and 
person culture (see Table 2.8).  
 




Table 2.8 Handy‟s four types of organisation culture 
Name Description 
Power culture -Often seen in small organisation. 
-The organisation is controlled by particular individuals without procedural 
rules.  
-There are few rules and individual is more important than position.  
-The organisational effectiveness heavily relies on trust and empathy. 
Role culture - Bureaucratic and a lot of rules.  
- Organisation is controlled by individuals with position power and the role or 
job description is more important than individual.  
- This culture provides security, predictability to the individual. 
Task culture -The culture is job or project oriented and formed by individuals with 
expertise.  
- It is influenced by expert power than position or personal power; thus 
control of this culture is difficult. However, it is very flexible and adaptable.  
- Groups, project teams or task forces are easily formed, abandoned and 
reformed. 
Person culture - The culture would exist only for people in person culture organisation 
without any specific objectives.  
- Controlling is impossible in this culture except mutual consent. 
-Individual in the person culture organisation can leave the organisation but 
the organisation seldom has power to remove the individual.  
- Hippy communes, social groups, family and some small consultancy firms 
can be person culture oriented.  
 
Source: Handy (1993, pp.183-191) 
Apart from person culture, there is no superior organisation culture; moreover, 
some organisations may have combinations of the four cultures, which are 
created over the years by the dominant group in an organisation (Handy, 1993).  




Regarding the organisation culture of a cross-cultural organisation, Adler and 
Gundersen (2007) describe that people in the organisation still bring their 
ethnicity to their workplace and behave differently on the basis of their cultural 
background. According to Laurent‟s research (1983), a cross-cultural work 
environment reinforces national identity of each employee, just as British 
become more British in another country. This is because foreign employees feel 
an increased sense that practice and belief of their home country is important in 
a cross-cultural situation. According to Adler and Gundersen (2007), it assumes 
that the pressure to conform to the organisation culture of a foreign-owned 
company brings out employees‟ resistance and the situation brings national 
identities. There may be some conflicts in the organisations due to a different 
values system; however, still cross-cultural organisation works because people 
share practices in the organisation (Hosftede, 2003).  
2.6.4 Culture shock 
Culture shock is not a disease but a natural response to a new environment and 
it would happen to anyone (Adler and Gundersen, 2007); however, the 
environment leads foreigners to feelings of distress, helplessness and hostility 
towards the new environment (Hofstede, 2003). According to Ratui (1983), the 
most effective international managers tend to suffer the most severe culture 
shock, while managers evaluated as not particularly effective experience less or 
no culture shock.  
In migration, international business, tourism and international aid, it will happen 
in those situations when people encounter different cultures (Furnham and 




Bochner, 1986). Culture shock is defined as “the expatriate‟s reaction to a new, 
unpredictable, and therefore uncertain environment” (Adler and Gundersen, 
2007, p. 278). Values are invisible and the meanings underlie practices that 
cannot be interpreted by foreigners, thus they are required to learn the simplest 
things all over again (Hofstede, 2003). In one of the cultural shock models, 
Hosftede (2003, p. 210) introduces the acculturation curve to explain mental 
stages in the culture shock period (see Figure 2.26).  
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When people face an environmental change they often experience depression 
and it takes a few months, sometimes more, to recover from the depression 
(Adams et al., 1976; Schneider and Barsoux, 2002; Parkin and Shortland, 2006; 
Adler and Gundersen, 2007). In this section, Hofstede‟s model was selected 
because he sets three scenarios in the model.  
The first phase is called Euphoria. This phase is usually short and also called 
Honeymoon. In this phase, feelings still remain positive. The second phase is 
called Cultural shock, which will happen when real life starts in the new 
environment. The third phase is called Acculturation. This phase starts when 
the foreigner has slowly learned to function under the new environment and has 
adopted some of the local values. The foreigners find more self-confidence and 
fit into a new social network. The final stage is called Stable state. In this curve, 
there are three types of state. The first type is when the foreigners still feel alien 
and discriminated in the society (4a). The second type is when they are feeling 
as good as before (4b). Finally, the third type is when the foreigners can adapt 
into the new environment and feel better than before (4c). 
In order to cope with culture shock, preparation and training will be required 
(Furnham and Bochner, 1986). Especially in organisations, an appropriate 
human resource management policy would be important to avoid cross-cultural 
conflict and create cross-cultural synergy (Fujimoto and Härtel, 2006). It is also 
known that past cross-cultural experiences enhance cross-cultural competence 
(Bhawuk and Brislin, 1992).  
 




2.6.5 Validity of Hofstede’s work 
This section heavily relies on Hofstede‟s work. As Holden (2002) mentions, 
there are only three works which have been influential in cross-cultural 
management studies. These are Adler‟s (1991) „International dimension of 
organisational behaviour‟, Hofstede‟s (1980) „Culture‟s consequences‟ and 
Trompenaars‟s (1993) „Riding the waves of culture‟. Among the studies, most 
cross-cultural management literature quotes Hofstede‟s work for the explanation. 
Needless to say, of course, there are criticisms of Hofstede‟s work (e.g. 
McSweeney, 2002; Clegg et al., 2005). However, French (2007, p. 42) supports 
Hosftede‟s work: 
 
His research is the most extensive within the field and his model of culture 
typically takes a very prominent place in analyses of cultural differences as 
manifested at work 
   
At this point, there are no models which can explain cross-cultural differences 
satisfactorily. In addition, Buelens et al. (2006, p. 606) state that:  
 
The tremendous impact his research had on the contemporary thinking is 
reflected by the fact that Hofstede is currently the world‟s most cited author 
in the entire area of the social science. 





For these reasons, it can be said that the works are acceptable in explaining 
cross-cultural issues in organisations.  
2.6.6 Section summary 
Culture is learned from daily life while human nature is inherited. It needs to be 
emphasised that human nature, delight, anger, sorrow and pleasure is universal; 
hence, people do not  like to be scolded but like to be praised.  
Hofstede‟s onion diagram explains culture simply but effectively. Culture can be 
divided into two parts. One is values and the other is practices. Values are 
invisible and underpin practices; meanwhile, practices are visible and some 
practices, such as behaviour, result from the values. Foreigners are often 
confused in other countries because people cannot understand the meaning of 
practices since the values are invisible and not shared. Moreover, Hofstede 
describes national cultural differences with his five indicators based on empirical 
studies.  
At an organisation level, employees in a multicultural organisation share same 
practices to implement their work; however, each employee still keeps their own 
national values and perceives differently. This different value can result in 
culture shock and cross-cultural conflict.  
As for culture shock and bias toward foreigners, these are not special 
psychological reactions. Thus, preparation to cross-culture, cross-cultural 
training and appropriate human resource policies would be important to cope 




with culture shock. In addition, it is known that past cross-cultural experiences 
enhance cross-cultural competence. 
2.7 Chapter summary                                       
Development approaches change from time to time. After the Second World 
War, initially aid activities were more focused on economic development; 
however, social development has received more attention in the last few 
decades. At field level, with the emergence of the participatory approach, donor 
countries and organisations have paid more attention to beneficiaries in partner 
countries; however, the implementation structure remained unchanged. 
Development projects are conducted by donor staff and local staff in developing 
countries; moreover, there is still an unequal power relationship between the 
two actors.  
Perception studies explain perceptual processes and tendencies. People want 
to make sense of and understand information from their environment. In order 
to achieve this purpose, information processors with limited capacity select, 
organise and interpret information. However, due to the limited perceptual 
capacity, people simplify information from their environment; hence it often 
causes a perceptual error. As represented by Primacy effect, first impressions 
are important and the image will remain for a long time in people‟s minds. When 
a subordinate gives a poor first impression to a manager, even if the 
subordinate improves his performance, the first negative impression may 
remain in the manager‟s mind and create poor evaluation of the subordinate. 
Attribution theories also explain that people tend to perceive others negatively 




because the external environment is invisible. These perceptual tendencies also 
explain that perceivers tend to understand themselves positively; however, they 
tend to have a negative image of others such as bias and stereotypes.  
In management and leadership studies, there are two main approaches. These 
are Theory X oriented approach from classical management and Theory Y 
oriented approach from human relation management. In Theory Y oriented 
approach, a manager‟s positive assumption towards employees has been 
emphasised as an important factor to increased organisational effectiveness; 
nevertheless, it has been relatively neglected in management. Concerning the 
influence of perception and expectation, Theory Y and Pygmalion effect argue 
that positive perceptions, assumptions and expectations bring positive effects 
such as positive behaviour and high performance.  
Regarding power and interaction in an organisation, there are several types of 
power and it can be applied to modify the attitudes and behaviours of others. 
Then TA analysis and OKness explain how communication breaks down and 
continues, and explains why negative impressions are caused in some 
transaction styles. These theories propose a way of effective communication. In 
general, adult-adult complementary transactions and I‟m OK - You‟re OK 
position are the best combination in interaction. 
Finally, cross-culture studies explained the nature of culture, national culture 
and organisation culture. Different from human nature and personality, culture is 
learned and differs between societies. People often misunderstand the 
differences. Culture is divided into two parts: values and practices. Values are 




invisible and underpin practices, while practices are visible and result from the 
values. As for culture in organisation, several organisation cultures, which are 
created by dominant group in an organisation, were explained. In multicultural 
organisation, despite employees with different values based on their national 
cultures, the organisation works because each employee follows the 
organisational practices; however, it does not mean that employees lost the 
values of their national culture. In the cross-cultural environment, people are 
often overwhelmed by the differences as represented by culture shock; thus, 
people need some time to learn new practices until they accustom themselves 
to the environment.  
In a foreign country, visitors often express blind anger towards local people due 
to cultural difference; nevertheless, the anger will not bring any good results to 
the human relation. In order to control emotion in a cross-cultural situation, 
knowing perceptual tendencies is important for creating good human relations; 
moreover, cross-culture management skills would help to solve a cross-cultural 
conflict and create cross-cultural synergy.  
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Chapter 3 Development of conceptual framework  
 
3.1. Introduction 
The main research objective of this study is to clarify the relationship between 
the aid workers‟ (managers‟) perception of their local colleagues (counterparts) 
and their work-related performance. It is important to bear in mind that positive 
expectation does not directly enhance the target‟s performance. According to 
the related studies (e.g. Sutton and Woodman, 1989), there are several 
mediators between the variables and these factors are related to each other. 
Based on the above understanding, this chapter first provides the synthesis of 
the perception relate theories and concepts, and then the research variables will 
be discussed. Moreover, a conceptual framework and hypothesis of this study 
will be proposed.  
3.2 Perceptual tendency 
People tend to simplify information from the external environment and often 
perceive others wrongly due to perceptual effect (Aronson et al., 2005). 
Regarding interpretation of behaviour, in spite of potential influences from both 
internal factors such as personality and external factors such as organisation 
rules, policies and regulations, the internal attribution is often overestimated 
(Jones and Harris, 1967; Gilbert and Malone, 1995). Similarly, Bruner and 
Tagiuri‟s Implicit personality theory (1954) explains how people equate certain 
personality traits, behaviours, attitudes and values with certain types of 
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individuals. However, these oversimplified interpretations are not always true 
(Pettigrew, 1979; Bodenhausen, 1988). As for biased perceptions in groups, 
Out-group homogeneity interprets that people are apt to perceive in-group 
members individually and out-group members as a group, but these perceptions 
do not reflect people correctly (Quattrone, 1986; Linville et al., 1989).  
These perceptual tendencies would, at times, create a negative image of other 
nationals in a cross-cultural work context. However, people still tend to have a 
positive self-image of themselves. Concerning the perception of success and 
failure, the concept of Self-serving attribution (Zuckerman, 1979; Roesch and 
Amirkham, 1997) denotes that people generally associate their success with 
internal factors whereas they tend to blame their failure on external factors.  
If the above perceptual tendencies are applied to an aid project setting, then aid 
workers (managers) would, by and large, tend to perceive local staff in negative 
light due to the influence of simplified and biased perception. The cross-cultural 
work environments in partner countries have the potential of creating negative 
impressions of local colleagues and, especially in the beginning stage, cross-
cultural shock perception. 
3.3 Influence of perception on behaviour 
People‟s perceptions affect their own and others‟ behaviour. Regarding the 
influence of the manager‟s perception on employees, McGregor (1960) 
introduced two theories regarding managers‟ assumptions about employees, 
referred to as Theory X and Theory Y. The former views employees negatively 
and treats them as being irresponsible and generally not enjoying work, and are 
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thus in need of constant supervision; whereas the latter views employees 
positively and treats them as being capable of being responsible, enjoying work 
and with little need for supervision. It also can be contended that the Theory X 
assumptions are more oriented towards task-related skills and behaviours, 
whereas Theory Y is more concerned with people-related skills and behaviours 
(Analoui, 2002; Mullins, 2005) Subsequently, based on McGregor‟s (1960) 
notion, Adler and Gundersen (2007) argued that a manager‟s perceptual values 
and beliefs of subordinates affect both their own behaviour and that of the 
subordinates. This causal relationship between the perceiver‟s expectation and 
behaviour is also supported by Harris and Rosenthal‟s (1985) meta-analysis. 
Despite the ambiguity of the applicability in practice (Kopelman et al., 2008), in 
order to motivate subordinates and develop their abilities, Theory Y oriented 
managerial assumptions towards employees may be more beneficial because it 
would develop a trust relationship and psychological acceptance of managerial 
legitimacy (Analoui, 1998b; Charles, 2005).  
3.4 Influence of perception on performance 
The Pygmalion effect (Rosenthal and Jacobson, 1968) is a form of self-fulfilling 
prophecy (Merton, 1948) which explains how perception/expectation tends to 
affect performance. It refers to a situation in which some students or employees 
perform better than others do because teachers or managers simply have more 
positive expectations of them. Since its inception, the Pygmalion effect has 
been discussed in different situations and settings (context), such as the 
relationship between therapists and clients in hospitals (Jenner, 1990), between 
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caretakers and patients in nursing homes (Learman et al., 1990), managers and 
employees in organisations (Eden, 1984; Sutton and Woodman, 1989; Eden, 
1992) and instructors and soldiers in the military (Eden and Shani, 1982).  
The Pygmalion effect has uncertain points such as gender and setting 
differences (Sutton and Woodman, 1989; McNatt, 2000; White and Locke, 2000) 
and critiques regarding the research methodology and findings (Snow, 1969; 
Braun, 1976; Murphy et al., 1999). However, the advantageous effect of this 
concept is also recognised (Livingston, 1988; Bezuijen et al., 2009) and the 
identified uncertainties are expected to be explained by further studies (White 
and Locke, 2000). As for the effect process, it is important to bear in mind that 
positive expectation does not automatically enhance the target‟s performance.  
Sutton and Woodman (1989) integrated several previous Pygmalion models 
(see Figure3.1) and explained that the causal relationships are underpinned by 
organisational behaviour theories such as expectancy theory (Vroom, 1964) 
and attribution theories (Heider, 1958; Kelley, 1973).  













Source: Adapted from Sutton et al. (1989, p. 944)  
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These show that the perceiver‟s thoughts affect not only their own behaviour, 
but also the target‟s expectation and behaviour; as such there are causal 
relationships between the perceiver‟s perception, the perceiver‟s behaviour and 
the target‟s performance. Moreover, as the reverse arrow illustrates (shown by 
dotted line), the past perceptions also influence new perceptions (Mullins, 2005; 
Analoui, 2007). Additionally, Eden (1990) explained that the Pygmalion effect 
was produced even without a control group that had not been given positive 
expectation, therefore the target‟s self-expectation was not changed due to 
differences with the control group, but simply the target was motivated by 
positive expectations. As for negative influences of perception, the Golem effect 
(Babad et al., 1982) argues that low expectations have negative performance 
effects. This effect was also confirmed by other relevant studies relating to 
educational settings (Oz and Eden, 1994; Reynolds, 2002; Reynolds, 2007).  
3.5 Influence of behaviour on organisational performance 
A number of studies argue a positive relationship between managers‟ behaviour 
and organisational performance (Church, 1995; Myers et al., 1995; Analoui and 
Al-madhoun, 2006; Chung and Lo, 2007). Leadership models also explain how 
leaders can enhance the performance of the followers and organisation from 
the traits, skills and management styles viewpoint (Northouse, 2007).  One of 
the contingency leadership models, for example, Path-Goal theory (House, 
1996), explains that a motivated subordinate‟s behaviour, which is inspired by 
the leader‟s behaviour, is the mediator for accelerating organisational 
performance. Moreover, this is represented by the Hawthorne effect (Mayo, 
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1975; Crainer, 1998), despite the critique (Jones, 1992), psychological factors 
resulting from manager-subordinate relationships are considerably important for 
organisational performance enhancement (Robson et al., 2005; Davis and 
Rothstein, 2006; Bhatti and Shahzad, 2008), especially under the cross-cultural 
setting (Korac-Kakabadse et al., 2001).  
3.6 Research variables and hypothesised model 
Summarising these theories, effects and models, it is expected that several 
factors are present in the psychological effect between perceiver and the target. 
These are as follows: 
a. Perceiver‟s belief and value (Frame of references) 
b. Perceiver‟s perception/expectation 
c. Perceiver‟s attitude and behaviour toward target 
d. Target‟s self-expectation 
e. Target‟s behaviour 
f. Organisational performance 
Considering the research limitation of this study, it would be difficult to access 
the local colleagues as targets and ask them to answer the questionnaire. In 
addition, due to the unequal power relation between the aid workers and local 
colleagues, there are some reliability issues regarding information from the local 
colleagues. They may answer more positively since they would think the 
positive answer would bring more aid (reward). Thus, information from the local 
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colleagues was removed from the research variables of this study. As a result, 
considering the limitations, this study focuses on three variables. These are as 
follows: 
a. Donor staff‟s perception/expectation towards the local colleagues and 
culture. 
b. Donor staff‟s behaviour/action towards the local colleagues 
c. Organisational performance 
Then, based on the expected causal relationship between these variables, the 
hypothesised model was constructed (see Figure 3.2).  
 Figure 3.2 Hypothesised perception-behaviour-performance model 
 
Source: Compiled by author  
The model shows that the aid workers‟ frame of references affect their own 
perception/expectation of the local staff and culture, and subsequently the 
perception/expectation create their attitude toward the local colleagues. 
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Consequently, their behaviour influences the organisational performance.  
Moreover, as the reverse arrow illustrates (shown by dotted line), the achieved 
output also influences new perceptions (Mullins, 2005; Analoui, 2007). This 
model includes frame of references due to the need for demonstrating precise 
information processing flow. It is expected that people‟s perception is influenced 
by the value system in our mind and the reinforced information does not directly 
influence the person‟s perception. However, this study only examines the 
relationship between the set three variables since the frame of references is too 
broad and difficult to clarify in this study. In addition, in the questionnaire, it is 
difficult to ask personal information such as beliefs or values to Japanese aid 
workers since the information is not related to their aid work. 
3.7. Research hypotheses  
In light of the previous studies, eight hypotheses were developed. These are; 
 
H1: Japanese aid workers tend to have a negative perception of the local 
staff. 
H2: Japanese aid workers tend to have a negative perception of the work 
environment. 
H3: Japanese aid workers‟ positive perception of the local staff causes 
their positive behaviour towards the local staff.  
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H4: Japanese aid workers‟ positive behaviour towards local staff 
contributes to the enhancement of organisational performance. 
H5:  Successful aid workers have positive perceptions/expectations about 
their work and local colleagues  
H6:  Successful aid workers adopt motivating behaviour towards their local 
colleagues 
H7:  Unsuccessful aid workers have negative perceptions/expectations of 
their work and local colleagues 
H8:   Unsuccessful aid workers have uninterested behaviour towards their 
local colleagues. 
 
H1 and H2 attempt to clarify the aid worker‟s perceptual tendency in a cross-
cultural work environment.  According to the past studies, it is expected that aid 
workers have negative perceptual tendencies of their workplaces. Subsequently, 
H3 and H4 will be tested to check the causal relationship between the 
perception, behaviour and organisational performance.  
In addition, after testing the causal relationship, this study attempts to 
categorise the aid workers into successful and unsuccessful groups and the 
characteristic differences between the groups will be examined. According to 
the previous studies in the literature, there would be perception and behaviour 
differences between successful and unsuccessful aid workers (managers), thus 
H5, H6, H7 and H8 were established. 
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3.8 Chapter summary 
In this chapter, based on the past related studies, the research variables, 
hypothesised model and research hypothesis were established.  
First, three core variables, which are aid workers‟ perceptions/expectations 
toward the local colleagues and culture, the aid workers‟ behaviour towards the 
local colleagues and the organisational performance, were set. Due to the 
research limitation of this study and information reliability viewpoint, information 
from the local colleagues was not included in this research. 
Second, using the three variables, the hypothesised model was constructed. 
The model illustrates a causal relationship between the variables. Then, in the 
proposed model, additionally, frame of references was also built in order to 
demonstrate a detailed information processing flow. 
Third, in order to achieve the research objectives, eight research hypotheses 
were developed in order to test aid workers‟ perceptual tendency, the causal 
relationship and traits differences of successful and unsuccessful aid workers. 
These findings are expected to indicate an effective managerial approach for 
future aid activities.  
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Chapter 4 Official aid work in Japan  
 
4.1 Introduction 
This research is concerned with Japanese official aid workers working with 
JICA; thus, before discussing the research methodology, the current situation of 
the Japanese aid work needs to be examined. 
In this chapter, the history of Japanese aid and an outline of JICA‟s aid work will 
be focused upon and explained. In addition, the aid workers, who form the 
respondents of this research, will be also focused upon in order to achieve a 
better understanding of their work environment. Regarding the information 
source, being different from Western donors, there are very few studies 
conducted about the Japanese aid work.  Thus, most information utilised here 
are from JICA‟s official annual reports and the researcher‟s own personal 
experiences and observations in JICA. 
4.2 Outline of Japanese official aid 
Japanese aid started in the 1950s. Along with being a recipient country, since 
1953, an early form of cooperation under the name of reparation has taken 
place toward Asian countries. Subsequently, in 1954, Japan participated in the 
Colombo plan with the economic revival and became an official bilateral donor 
country (Ensign, 1992).  
Regarding the aid implementing body, in 1962, Overseas Technical 
Cooperation Agency (OTCA) was established for taking the official aid 
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assistance role. This organisation was merged with Japan Immigration Service 
(JEMIS) in 1974 and JICA was established as the lead implementing aid 
agency (JICA, 2009). 
In the 1990s, Japan was the largest donor country in the world; in 2001, Japan 
passed the position to Western donor countries due to the budget constraint 
(Ensign, 1992; Kawai and Takagi, 2004). The official aid work has been 
implemented by government funds called Official Development Assistance 
(ODA). Regarding the ODA budget in 2009, Japan development budget ranked 
fifth place in the world (see Figure 4.1), however, in terms of Gross National 
Income (GNI) based on ODA proportion, Japan belongs to a lower group 
among DAC countries (OECD, 2010). 
Figure 4.1 ODA budgets of top 5five donor countries (unit: million USD) 
 
Source: OECD (2010, p.99) 
*Figure for fiscal 2009 is a part of the General account. Fiscal 2009 budget plans for the loan 
account, income and expenditure estimate and other items are not included. 
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Due to severe financial conditions, together with a reduction of the ODA budget 
of Japan, the JICA budget has also been shrinking (see Figure 4.2).  
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Source: JICA (2009, p. 28) 
 
Regarding the organisation‟s structure, in addition to the headquarters, it has 17 
domestic offices in Japan that give a wide range of technical training to trainees 
from all over the world and provide opportunities for international understanding 
to both the trainees and Japanese nationals. Regarding the overseas offices, 
over 100 offices, which enables the organisation to provide effective aid based 
on the local needs and ideas, are operating in the world (JICA, 2009). 
The number of staff is 1,664 and they organise and support the aid activities as 
„generalist‟. It needs to be emphasised that usually JICA staff do not work as 
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field level aid workers. As King and McGrath (2004) explain, the JICA staff work 
in the domestic or overseas offices, and organise and support their aid activities 
at the field level. Regarding the aid work in the field, mainly private consultants, 
government officers and JICA in house consultants take the roles.  
In 2008, JICA provided a wide range of aid support to 151 countries with 1,300 
cooperation projects including ODA loan, grant aid and technical cooperation 
project (JICA, 2009). A salient feature of Japanese aid is based on the parallel 
experiences resulting from both being a donor and recipient country. By using 
the experience based approach, it attempts to support developing countries in 
the world (King and McGrath, 2004). 
In addition, Japanese aid often emphasises self-help effort. This approach is 
also derived from Japan‟s own experience in the middle 17th century (King and 
McGrath, 2004). Not only the experience following the Second World War, 
Japan has attempted to develop its own country by its own effort in the Meiji era. 
Meiji Restoration, which is a series of enormous social and political change led 
by the new regime starting in 1868, accelerated modernisation of Japan in order 
to catch up with Western countries. For achieving the modernisation, the new 
regime invited a number of foreign experts from academic, industry and 
governance fields and paid a large salary to them (Sawamura, 2002). This 
experience would distinguish Japan from other Western donor countries.  
From a different viewpoint, Japan is the only major donor country that has not 
been related with some form of extended missionary promotion of Christianity 
(Sawamura, 2002). From the perspective of the recipient country, this religious 
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neutrality would be welcomed (King and McGrath, 2004) and, moreover, this 
different spiritual backbone would create a different way of thinking regarding 
their aid.   
Regarding the organisation culture, as it has been influenced by multiple 
ministries of Japanese government, the culture has more bureaucratic aspects 
(King and McGrath, 2004). In addition, as JICA is a non-profit organisation and 
implements aid activities by using government revenue, there would be 
considerable organisation culture differences between JICA and private 
organisations.   
As explained above, there are positive recognitions about Japanese aid, 
however, it needs to be emphasised that, especially in the 1980s and 1990s, 
there were criticisms because the approach was thought of as commercially 
oriented (Rix, 1993). The aid approach was also represented by the words „Tied 
aid‟. There was understanding in the aid world that the Japanese aid was driven 
by industrial policy and Japanese linked aid and trade to expand their business. 
However, after the turning of the millennium, these issues did not come up for 
debate; thus, it can be assumed that the criticism was caused by the economic 
threat at the end of the 19th century. 
4.3 Main activities of JICA 
A wide variety of organisations and groups including governmental, international, 
private and non-profit organisations engage economic cooperation towards 
developing countries in order to support their socio-economic development. 
Chapter 4 Official aid work in Japan 
122 
 
JICA takes bilateral aid which consists of Technical cooperation, Loan aid and 
Grant aid (See Figure 4.3). 
 
Figure 4.3 Economic cooperation and ODA 
 
 
Source: JICA (2009, p. 24) 
 
The budget for each component is shown in Figure 4.4. As seen in the figure, 
more than 77% of the bilateral aid consisted of loan aid; meanwhile, about 16% 
of the budget was used by the technical cooperation style aid programme.  
 
 








*1  Budgeted for the General Account  
*2  Planned and financed for Loan Aid 
*3 The total amount provided under new grant agreement (that proportion for which JICA is 
responsible for the promotion of Grant Aid or the performance of project management) 
 
Source: JICA (2009, p. 28) 
 
In the technical cooperation, there are seven important aid tools as follows: 
1. Acceptance of training participant 
2. Dispatch of experts 
3. Provision of equipment 
4. Technical cooperation projects 
5. Technical cooperation for development planning. 
6. Dispatch of Japan Overseas Cooperation Volunteers 
7. Emergency disaster relief 
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JICA‟s experience-based aid approach focuses more on human resource 
development which is conducted mainly under the fourth category. Technical 
cooperation projects consist of: 1.Training programme for the local colleagues,   
2. Dispatch of Japanese expert and 3. Provision of equipment. JICA attempts to 
develop the partner countries and the capacity through these major aid tools. 
On the other hand, the nature of 5. development planning, 6. Dispatch of youth 
volunteer and 7. Emergency disaster relief mission are slightly different from the 
first four aid components because the three aid components do not expect to 
have a direct impact on the development of the recipient countries. The budgets 
for each the aid component are shown in Table .4.1   
Table 4.1 Japan‟s ODA and JICA‟s activities (fiscal 2008, unit: billion yen) 
Type Calendar Year 2008 2007 
Technical Cooperation expenses  
(Proportion of ODA) 
316.5 17.38% 309.8 19.19% 
 
JICA’s activities (proportion of 
Technical Cooperation expenses) 
150.8 46.75% 146.1 47.16% 
Training participants 23.7 19.2 
Experts 19.6 20.2 
Study teams (planning and evaluation) 20.0 23.0 
JOCV’s 15.9 15.9 
Other volunteers  4.4 4.9 
Provision of equipment 4.4 4.2 
Others 63.0 58.8 
Grant Aid 493.0 402.4 
Government and other loans (110.2) (24.3) 
Total Official Development Assistance 1,821.3 1,614.0 
Note: Results include disbursements for Eastern Europe and graduate countries, and 
contributions to EBRD. Figures for Japan‟s results in 2008 are provisional. 
Figures and subtotal for Technical cooperation (expenses proportion of ODA) are fiscal year 
figures (April-March). Figures for Grant Aid., government and other loans and Total Official 
Development Assistance are calendar year figures.  
Source: JICA (2009, p.28) 
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The top four components, training, dispatch of expert, study team dispatch and 
youth volunteer dispatch, consumed 79% of the technical cooperation budget of 
2008.  By head-count basis, according to the statistic, 36,319 trainees, 4,624 
study team members, 4,597 experts, 1,365 JOCV volunteers and 492 other 
types of volunteer were engaged in the aid activities in 2008 (JICA, 2009). In 
the category of “other volunteers”, Senior Volunteers, United Nation volunteers 
and other types of youth volunteers are included. 
By regional basis expenditure, historically JICA has implemented more aid in 
the Asian region; however, along with the aid needed in Africa, the budget 
allocation has been increasing.  Meanwhile, the aid assistance toward Latin 
American countries has decreased due to the relatively high economical 
development of the region (JICA, 2009) (see Figure 4.5).  
Figure 4.5 JICA expenditure by region (fiscal 2008) 
 
Source: JICA (2009, p. 29) 
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4.4 Actors at field level aid work 
In the field level aid work, there are mainly three types of aid workers 
(managers). These are Expert, Senior Volunteer and Grass Roots Level Project 
Staff. Although the nature of the job and schemes are different, the aid workers 
all work with local colleagues as management in partner organisations, which 
are cross-cultural work environments.  
The Experts have been taking an important role of the aid work to implement 
the aid project; however, along with diversification of the aid activities, two new 
job types were created in order to meet various types of needs from developing 
countries. First, in 1990, the Senior Volunteer Scheme was established to utilise 
the wide range of technology and skills of Japanese nationals aged between 40 
and 69 and desire to engage in the aid work. The volunteers engaged in the aid 
activities for two years in the partner countries. Second, in the last decade, 
along with a rising need from civil society towards grass-root level aid activities, 
JICA started to financially support the aid activities of the civil society. The 
projects are implemented more independently based on their own plan with 
financial support from JICA. There are some limitations about the project period 
(maximum five years) and total budget (maximum 100 million Japanese yen). In 
2010, about 200 grass-roots level projects are to be implemented by civil 
society groups.  
Despite the similar work environments, there are some different aspects 
regarding the nature of the work, recruiting methods and salaries among the 
groups. The major differences are listed in Table 7.2.   
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Table 7.2 JICA aid workers (managers) at field level 
Job type Description 
Expert 
 
 Ministry level cooperation 
 Generally maximum two years contract 
 Recruited by JICA, ministry‟s recommendation or open recruitment 
 Goal oriented aid activity with official monitoring and evaluation 
 Large activity budget  
 High allowance 




 Mainly local government and community level cooperation 
 Two  years activity 
 Age limitation from 40s to 60s 
 Recruited by JICA 
 Basically no activity budget 
 Process oriented activity 
 Volunteer level allowance 
 Specific technical skill and sufficient level of language skill are 
required. 
Grass-




 Grass-roots level cooperation 
 Outsourced aid activity by Japanese NGO, educational institution and 
local government 
 Maximum  five years activity 
 Maximum 100 million yen project budget   
 Selected by JICA based on the fund application 
 Required high capability plan with high needs from the project site 
Source: Compiled by author 
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The salient difference in the activities between Expert and Senior Volunteer is 
the size of the input. Expert deals with a large amount of funds and the activities 
are strongly goal oriented, while generally, Senior Volunteer has basically no 
activity fund and their skills are the only input. The salient characteristics of 
Grass-root level projects will be outsourced and self-planned aid activities are 
independently implemented by mainly civil society groups. 
The youth volunteer, Japan Overseas Cooperation Volunteers (JOCV), 
established in 1965 based on the idea of a Peace Coop in the United States, 
was not included as an aid worker in this research because the activities focus 
more on the cooperative work in the local communities rather than result-
oriented aid work. In addition, as already explained, JICA staff is also not 
treated as the field level aid worker. At the overseas offices, JICA staff work in 
the country office under Japanese organisation culture and engage in 
management and support these field level aid workers and the projects.  
JICA Expert have attempted to share their knowledge and technology through 
working together in developing countries. The style is called On the Job 
Training system (OJT) and the approach is distinctive in comparison with 
Western aid workers. The Japanese experts have been seen in the field such 
as paddy field or project sites; meanwhile, aid workers from Western countries 
mostly work in ministries‟ offices of the partner government and work at policy 
level (King and McGrath, 2004).  
This work style difference would be related to the language abilities. There is a 
joke about JICA experts and they have been called „Mr. like this‟ as they cannot 
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describe and explain well the skills and technology verbally, they often do not 
use the words and instead attempt to explain visually (King and McGrath, 2004, 
p. 169). 
King and McGrath‟s description reflects more or less the aid approach of the 
Japanese expert; however, due to the introduction of the cost performance 
viewpoint in the last few decades, JICA has been required to produce more 
beneficiaries and project outputs. Thus, the aid activities by Expert have been 
shifted from technology transfer at practitioner level to strengthening of partner 
ministries at policy level. Instead, the people-to-people technology transfer 
approach aid has been replaced by Senior Volunteers and Grass-roots level 
project staff (JICA, 2009). 
4.5 Chapter summary 
In this chapter, an outline of Japanese official aid especially JICA and the aid 
workers were explained. A salient feature of Japanese aid, it applies its own 
experiences in the aid activities which they have obtained during their own long 
history. Japan had been the largest donor in the 1990s; however, this position 
has changed and been replaced by Western donors since 2000.  Regarding the 
aid activities, JICA takes an important role in the ODA and implements bilateral 
aid which consists of technical cooperation, loan aid and grant aid. Among the 
bilateral aid, JICA aid workers conduct the technical cooperation projects under 
cooperation with local colleagues in the recipient countries. Along with 
diversification of the aid scheme, in addition to the JICA expert, Senior 
Volunteer and Grass-roots level project staff have joined the aid activities. First, 
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in general, Experts implement the aid project at ministry level with relatively 
large budgets. Second, Senior Volunteers aim to conduct the aid work with 
people-to-people technology and skills transfer approach at local government 
level. Then finally, Grass-roots level project staffs implement their project at 
grass-roots level with financial support from JICA. In brief, despite the different 
aid schemes, the three actors take management roles and work with their local 
colleagues in the partner organisations in order to implement JICA aid work.  
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Chapter 5 Research methodology 
 
5.1. Introduction 
Various social research methodologies are used to understand people and their 
social lives. From the methodologies, in order to achieve the research objective, 
the most appropriate and effective research method should be selected with 
careful consideration of limiting factors of this study. This chapter will provide 
rationality and explanations about the employed methodology and explain the 
procedure of the data collection and analysis method. 
5.2 Theoretical perspective and methodology 
After careful consideration of the research strategy, this study reached a 
decision to employ quantitative research methodology by questionnaire survey 
based on realism theoretical viewpoint and deductive and inductive reasoning. 
In this section, the reasons and rationality will be explained.  
5.2.1 Research methodology and limiting factors 
Research strategy is required for every research project to achieve the research 
objective efficiently and effectively. According to Remenyi et al. (1998), the 
strategy is influenced by four affecting factors which are research question, cost, 
time and research skill (see Figure 5.1).   
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Remenyi et al. (1998, p. 45) 
 
In order to find the most appropriate research methodology of this study, the 
four factors were used as criteria for selection of the methodology, whereby the 
following conditions were drawn: 
a. Research question: Cause and effect relationship need to be clarified. 
b. Cost: Research funding is relatively small and limited. 
c. Time: Short-time data collection is preferable. 
d. Skills: Simple data collection and analysis method is suitable. 
 
As already explained in the introductory chapter, clarification of the causal 
relationship between perception and organisational performance is the main 
objective of this study. According to Mahoney and Goerts (2006), quantitative 
research takes a cause and effect approach for the explanation. 
Correspondingly, this research also attempts to test the causal relationships in 
an aid project setting based on the existing theories (Pygmalion effect and 
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Expectancy theory), thus, from this viewpoint, a quantitative approach is thought 
as an appropriate research method.  
Concerning cost and time affecting factors, the cost of data collection by 
questionnaire survey would be cheaper than that of data collection by field work. 
In addition, concerning time issue, data collection by questionnaire survey 
would save more time than data collection by interviews and observation in the 
field (Sarantakos, 1993). Regarding negotiation issues with Japanese aid 
workers, obtaining long-term research cooperation at project sites will be more 
difficult than requesting ten minutes for answering a questionnaire.  
Finally, regarding research skills affecting factor, qualitative data collection and 
analysis requires a cautious approach to avoid researcher‟s influence on the 
respondents and bias during the research (O'Leary, 2004). In qualitative 
research method, there is a possibility that researchers may influence their 
informants‟ answers and behaviour; moreover, it may be difficult for 
inexperienced researchers to maintain a neutral position during the data 
collection and analysis process. On the other hand, in the quantitative research 
methodology, the researcher will not be required to have special interpersonal 
and interpretation skills except essential statistical knowledge for the 
quantitative data analysis. As quantitative research is implemented by mainly 
focusing on statistical significant difference of the outputs, the rule of 
interpretation would be much simpler than qualitative data analysis (Yates, 
2004).  
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The comparisons of the two different research methodologies, regarding the 
impact of the research output, quantitative data would give more impact on the 
aid world. What donor countries and aid agencies want to know would be donor 
staff‟s perceptual and behavioural tendencies from a large number of samples 
rather than rich and complex evidences in one aid project. A small number of 
case studies will not be a trigger to change the current project management 
style.  
In JICA, for example, every project produces the evaluation reports that include 
detailed qualitative and quantitative information; however, the reports do not 
focus much on human relations in the projects but mainly project output and 
project management process based on the log-frame (JICA, 2009). Currently, 
human relations in aid projects are not a part of the evaluation criteria in the aid 
world (Eyben, 2006). Thus, firstly, quantitative data based on extensive surveys 
will be required to understand an overview of human relations in aid projects. 
Following the survey, qualitative data collection by case study should be 
conducted to clarify detailed situations of the projects. This narrowing down way 
of thinking might be similar to the funnelling approach in questionnaire design 
(Remenyi et al., 1998).       
Due to these reasons, this research selected the quantitative research method 
by questionnaire surveys. In fact, triangulation approach, which applies multiple 
research methods, is more appropriate to clarify social phenomena in the field 
(Sarantakos, 1998); however, due to an expected large number of research 
respondents (samples), from a time limitation viewpoint, this research decided 
to apply only quantitative approach.  
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5.2.2 Reasoning logic and theoretical perspective   
The differences between quantitative and qualitative research are shown in 
Table 5.1. Quantitative research is commonly related with deductive research 
method.  
Table 5.1 Theory building in quantitative and qualitative research 
Differences Quantitative research Qualitative research 
Logic of theory Deductive Inductive 
Direction of 
theory building 
Begin from theory Begin from reality 
Verification Takes place after theory 
building is completed 
Data generation, analysis and 
theory verification take place 
concurrently 
Concept Firmly defined before research 
begins 
Begins with orienting , 
sensitising or flexible concepts 
Generalisations Inductive, sample-to-
population generalisations 




Source: (Sarantakos, 1998, p. 15) 
Regarding the theoretical perspective of this study, a realist approach was 
employed because this study believes objects of this research exist 
independently from the researcher as an observer (Robson, 2002). In general, 
quantitative research method, deductive reasoning and positivist approach are 
thought as a set of research approaches (Gray, 2009); nevertheless, this 
research takes a realist approach since it deals not only with fact but also 
invisible latent mechanisms for interpretation. This study believes existence of 
the mechanisms between variables as most social phenomena and events are 
influenced by a lot of factors in an open system (Robson, 2002) (See Figure 
5.2).   











Source:   Robson (2002, p. 31) 
 
Concerning reasoning logic of this study, deductive reasoning will be used when 
the causal relationship between variables is tested and inductive reasoning will 
be used when the research outputs are interpreted. For example, if a causal 
relationship between the aid workers‟ perception towards their local colleagues 
and their behaviour toward them is statistically confirmed by deductive 
reasoning, further interpretation would be attempted by inductive reasoning in 




Chapter 5 Research methodology 
137 
 
Figure 5.3 Process of combination of the inductive and deductive method 
 
Source: Compiled by author 
5.3 Data collection method 
Under cooperation from JICA‟s overseas offices, data collection of this research 
was conducted towards JICA aid workers by using questionnaires with web-
based surveys from the end of July to the beginning of September 2008.  In this 
section, the process and rationality of the collection method will be explained. 
5.3.1 Preparation 
After a series of meetings with JICA staff, JICA Expert in April, 2008, Senior 
Volunteer and Grass-roots level project staff (hereafter called “GR staff”) were 
set as research respondents based on the opinions of the staff. Subsequently, 
after a couple of negotiations with JICA headquarters, it became clear that the 
Chapter 5 Research methodology 
138 
 
headquarters has no authorities towards the overseas offices regarding this 
research cooperation and whether the aid workers cooperate with this survey 
relies on the overseas offices‟ decision. Thus, after conducting the pilot survey 
with several JICA staffs and the 20 aid workers in Bhutan in June 2008, the 
research cooperation letter (see Appendix A-D, pp. 339-342) was sent directly 
to the 92 overseas offices in July 2008. The 92 offices represent all JICA offices 
locating in developing counties. In addition, the request was also sent by e-mail 
before the survey at the end of July and subsequently the reminder e-mail was 
sent in the middle of August. 
5.3.2 Questionnaire design 
After the pilot survey, based on the opinions from the JICA staffs and aid 
workers in Bhutan, some ambiguities were removed and some parts were 
modified. Then after careful consideration, 67 questions were selected as valid 
for the survey (see Appendix E-F, pp. 343-365). The questionnaire consists of 
eight categories. These are as follows: 
1. Background of respondent (BG): 13 questions 
2. Perception-related question (P): 27 questions 
3. Behaviour-related question (B): eight questions 
4. Performance-related question (P): three questions 
5. Hygiene factor-related question (H): one question 
6. Japanese team-related question (J): five questions 
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7. Management-related question (M): eight questions 
8. Web-based survey-related question (W): two questions 
Apart from the background question, most of the questions were measured by a 
four-point likert scale: Disagree, Tend to disagree, Tend to agree and Agree, 
with the highest point „4‟ being given to the most positive option and lowest „1‟ to 
the most negative option during the coding process. Additionally, a reversed 
score was allocated to five questions which addressed negative perception, 
whereby higher scores were given to answers being thought of as positive in 
their perception. Regarding neutral answers, such as “Neither Agree nor 
Disagree”, although their usage is subject to many debates (Garland, 1991; 
Albaum, 1997; Roger et al., 2004), a mid-point answer was not provided as the 
Japanese tend to prefer ambiguous responses (Davies and Ikeno, 2002).   
5.3.3 Data collection process 
Due to limitations of time and cost, and the scattered nature of the respondents, 
a web-based survey (see Appendix G Snapshot image of web-survey site, 
p.366) was selected as the main data collection method. This study expected 
that the majority of the aid workers have access to the internet and are able to 
access a web-based survey. There are some researches which explain the 
ineffectiveness of the method (e.g. Wiesenfeld, 2007); however, web-based 
surveys have more advantages than disadvantages in this research. Web-
based surveys allow respondents to answer at their own pace without any 
biases (Dillman and Bowker, 2001). According to Cobanoglu et al. (2001), the 
cost is considerably cheaper than the cost of mail or fax surveys and the 
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response rate of web-based surveys is also highest among mail, fax and the 
web-survey group (Cobanoglu et al. 2001). This research also considers the 
advantage of the simple operation. Once respondents access the website, they 
are able to complete the questionnaire simply by clicking, except when they are 
asked to type in the comment fields. Moreover, the questionnaire will not be lost 
because it is on the website. When the response rate is low, it is able to remind 
respondents by sending an e-mail. After the survey, without counting the 
answers, the researcher can obtain the research output in Microsoft Excel 
format. This would save substantial time for data input and not cause data input 
mistakes. Regarding the data collection process, the flow was described in 
Figure 5.4.   
Figure 5.4 Data collection process  
 
      Source: Compiled by author 
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As already explained, first, the researcher asks for research cooperation of 92 
JICA overseas offices by post and e-mail. Second, the office staff was 
requested to forward the e-mail, which includes the request letter and web-
address of the survey site, to the aid workers. Third, the aid workers access the 
site and answer the questions. Then finally, the researcher collects the output 
by downloading the data file. 
Regarding the ethical issues, based on the rules of the Social Research 
Association (2003) and the British Sociological Association (2004), the 
questionnaire was made anonymous and the survey site was protected by a 
data security system with careful ethical issue considerations. Moreover, the 
access was controlled by a password and monitored to avoid duplicated 
answers and fake answers from inappropriate respondents.   
5.4 Data analysis method 
The analysis consists of two quantitative analysis parts, which are descriptive 
analysis and inferential analysis (see Figure 5.5). It should be emphasised that 
descriptive analysis will not help to achieve the objectives since the analysis will 
not tell the causal relationship between Japanese aid workers‟ perception and 
the project performance. Being different from inferential analysis, descriptive 
analysis simply provides basic features of the data such as central tendency 
(e.g. mean, median and mode), dispersion (e.g. range, variance and standard 
deviation) and distribution (percentage and frequency). Meanwhile, inferential 
analysis tests the hypotheses and judges if the outputs are statistically 
significant.  
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respondents based on 
perceptual tendency.








Source: Compiled by author 
The first part of analysis is conducted by a descriptive analysis to clarify the 
main feature of collected data. Then the inferential analysis method is used in 
the second analysis to clarify the causal relationship between the variables and 
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identify trait differences between successful and unsuccessful aid workers. In 
this section, details of these data analysis methods will be explained. 
5.4.1 Descriptive analysis 
In Chapter Six, firstly, frequency, mode and percentage of the 67 questions in 
eight categories were clarified by descriptive analysis. For analysis, figures (pie 
chart and bar chart) and optional table are used to demonstrate the results. 
Since the collected data is nominal or ordinal scales, average and standard 
deviation was not examined, but proportion and mode of the answers was 
analysed. The pie chart explains percentages and the number of the responses 
in the question, whereas the bar chart shows the number of the responses 
based on three different types of the aid workers. In addition, the table (cross-
tab) was used to summarise two variables.  
In the four-point likert scale questions, the answers were categorised into 
positive response group which consists of Agree and Tend to Agree and 
negative response group which consists of Disagree and Tend to Disagree for 
easy understanding. This method would show the rough tendency of whether 
the aid workers tended to have positive opinions or negative opinions. 
Regarding detailed analyses that consider differences of the four level ordinal 
scale, these will be conducted in the inferential analysis part. 
Additionally, in some questions, the results were shown in a table with expected 
counts to compare with observed counts. The differences between observed 
and expected count would explain the tendency of the responses. Although the 
expected count is usually used with chi-square test, this chapter will not show 
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the result of chi-square test as accurate analyses were conducted in inferential 
analysis part.  
Finally, in most questions, some interpretations about the results were added. 
These interpretations were mainly conducted based on the findings from the 
literature review part and the author‟s personal experience in JICA aid works.  
5.4.2 Inferential analysis 
After the descriptive analysis, inferential analysis will be provided in Chapter Six. 
This part consists of two level of analysis. First, a large number of variables 
were extracted into several factors for testing causal relationships between 
perception, behaviour-related factors and the organisational performance 
variable. Second, the respondents were categorised based on the perceptual 
tendencies to discover perceptual, behavioural and organisational performance 
differences between the clusters.  
5.4.2.1 Level one: Grouping veritable and clarifying causal relationship 
As a first step, factor analysis using principal axis factoring with promax rotation, 
as standardised practice of perception studies (e.g. Joung and Miller, 2006; 
Dutta and Dutta, 2009), directed toward perception- and behaviour-related 
questions to extract similar variables and factors by using SPSS 16. In this 
analysis, four-point likert scale questions are dealt with as scale data followed 
by analysis method of the perception studies. Regarding the criteria of the 
analysis, the following standards were used: eigenvalue is more than 1.0, factor 
loading is more than 0.40 and all items need to be loaded on a single factor. As 
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for Cronbach‟s alpha, to measure the internal consistency reliability, the lower 
limit was set to 0.60 (Robinson et al., 1991).  
Finally, path analysis was used to clarify the causal relationship between the 
worker‟s perception, behaviour and organisational performance by testing the 
hypothesised model. As SPSS AMOS 17 does not accept any missing values 
for path analysis, fully answered responses were used. For measuring the 
model fit, goodness-of-fit index (GFI), adjusted goodness-of-fit index (AGFI), 
comparative fit index (CFI) and root-mean-square error of approximation 
(RMSEA) were employed. GFI, AGIF and CFI range from 0 to1 where a value 
greater than 0.90 reflects a good fit, whist in the case of RMSEA, if the value is 
less than 0.08 it is considered as good fit. Although these cut-off values are 
debatable, they were set for the subsequent interpretation based on the studies 
of Browne and Cudeck (1992) and Hair et al. (2009). Concerning interpretation 
of standardised path coefficient, an absolute value of less than 0.10 is 
considered a small effect, a value around 0.30 is considered a medium effect 
and a value of more than 0.50 will be considered a large effect (Kline, 2005). 
5.4.2.2 Level two: Clarifying traits of low and high performance aid 
workers (managers) 
After the path analysis, again, factor analysis using principal axis factoring with 
promax rotation was conducted; however, in this analysis, the regression 
method was used to obtain factor scores of the extracted factors. Based on the 
factor scores of extracted perceptual factors, Japanese aid workers were 
grouped into similar perceptual tendency clusters by hierarchical cluster 
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analysis using Ward's method with the Square Euclidean distance. Finally, in 
order to compare perceptual, behavioural and organisational performance 
differences, the mean of the factor scores of each cluster was compared and 
tested by chi square test, ANOVA and multiple comparisons test by using Tukey 
or Games-Howell post-hoc test, depending on the result of Levene‟s 
homogeneity of variance test. For the statistical significance test, the five per 
cent standard was employed. 
5.5 Chapter summary 
In this chapter, rationality of the selected research approach and method, 
moreover, the research process were explained. After considering the limiting 
factors of this research, this study decided to employ quantitative research; both 
inductive and deductive reasoning are used for the analysis.   
As for the data collection, having advice from JICA headquarters, the research 
request was sent to the 92 overseas offices by post and e-mail based on the 
research strategy. Subsequently, the aid workers were asked to answer the 
question on the web-based survey site.  
Regarding the data analysis, first, by using a descriptive analysis method, the 
basic feature of the answers will be analysed. Second, in order to achieve the 
research objective, an inferential analysis method will be used to clarify the 
causal relationship between the variables and to identify trait differences of the 
aid workers. In the following chapters, results of the analyses will be 
demonstrated.    
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6.1. Introduction 
As a result of the web-based survey from the end of July to the middle of 
September, 259 responses were collected from 59 countries. The request 
letters were originally sent to the JICA overseas offices in 92 different countries; 
however, since JICA Ghana office looks after the aid workers in Liberia as well, 
the total number of the countries involved becomes 93. As for the respondents, 
they consist of the following categories: Expert, Senior Volunteer and Grass-
roots level project staff (GR staff). The nature of the job and schemes for each 
category is different, however the respondents all worked with local colleagues 
as managers in partner organisations.  
This chapter consists of descriptive and inferential analysis part. First, 
descriptive analysis will be carried out. The analysis illustrates mainly basic 
features of the collected data using histograms, percentages and modes in 
order to understand the overall trend of the responses. In addition to the 
questions, the response rate is also analysed. This analysis relates to 
hypotheses H1 and H2. 
Second, inferential analysis will be conducted in order to achieve the research 
objectives (H3-H8). This part consists of two levels of analyses. Firstly, causal 
relationships between perception-related, behaviour-related factors and 
organisational performance variables were analysed to test the hypothesised 
model. Secondly, traits of successful and unsuccessful aid workers were 
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identified from the viewpoint of differences in perceptual, behavioural and 
organisational performances between the aid workers.  
This chapter mainly focuses on the analyses of the data (descriptive and 
inferential analysis).  Detailed interpretations and discussions of the findings will 
be carried out in the next chapter  
6.2. Part one: Descriptive analysis 
In this part, each question, proportion and frequency of the responses will be 
demonstrated by figures; moreover, in some questions, observed and expected 
counts were shown in tables in order to check the differences between them. In 
four-point likert scale questions, Agree and Tend to agree were combined as 
„positive answers‟ and, correspondingly, Disagree and Tend to Disagree are 
combined as „negative answers‟ for grasping the estimated tendencies and 
easy interpretation.  
6.2.1 Response rate  
As a result, 244 valid responses were obtained out of 259 whole responses 
collected from 59 countries. During the data collection period, some response 
tendencies were observed (see Figure 6.1). In the figure, the number of daily 
responses, daily accesses to the website and total responses were plotted.  
After the formal request by post sent on 17th July 2008, the request by e-mail 
was sent twice, on 30th July and 25th August 2008. The gap between the 
number of the access (light green line) and the response (red line) explains the 
existence of the aid workers who accessed the site but did not answer the 
Chapter 6 Data analysis 
149 
 
question. The aid workers tend to answer immediately after the e-mail request, 
however, the number of the responses sharply decreases within three days. 
After sending the second e-mail in August, more responses were obtained. 
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Total response30th, July 
First  reaquest 
by e-mail
25th,  August
Second  reaquest 
by e-mail
 
Source: Data collection 
 
It can be safely presumed that the reminder e-mail, which explained that a 
majority of JICA overseas offices contributed to the survey, encouraged the 
remaining non-cooperative offices and respondents to participate.  
Based on JICA‟s released information regarding the number of aid workers, the 
response rates were calculated respectively as 19.9 in Expert, 13.1% in Senior 
Volunteer and 2.5% in GR staff category (see Table 6.1).  
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Table 6.1 Response rate 
Category Response rate 
Expert 19.9% (158 responses/ total 793 people )*1 
Senior Volunteer 13.1% (68 responses/ total 520 people)*2 
GR  staff 2.5% (18 responses/ total approx. 734 people)*3 
Source: Data analysis 
Note: *1 Number in August 2008, *2 Number in August 2008, *3 Accumulative total number in 
2008 
 
Apart from the three categories of the respondents, 15 responses were 
unexpectedly obtained (see Appendix H-1, pp. 357-370). The 15 respondents 
consist of seven JICA office staff members, three youth volunteers and five 
blank responses. In order to achieve the research objective, the 15 responses 
were removed from the total samples as they were not planned respondents 
and the nature of the work and their work environment were different from the 
three original research respondents, as explained in Chapter four. Due to these 
reasons, 244 responses from Expert, Senior Volunteer and GR staff were used 
in this analysis. However, despite the removal of the 15 respondents, in order to 
respect the 15 respondents‟ voluntary cooperation sprits, the total 259 
responses were counted and the results were reported to the respondents in 
October 2008, one month after completion of the data collection.  
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6.2.2 Background of respondent 
In the questionnaire, 13 background and affiliation-related questions were 
prepared to understand the respondents and to test the influence on their 
perception and behaviour in the inferential analysis part. Each question was 
renamed as BG1-BG9. 
6.2.2.1 BG1: Current job title (n=244) 
In this question, five job types were prepared as the response. These are 
Expert (41%, n=99), Senior Volunteer (28%, n=68), Chief Advisor (13%, n=33), 
Coordinator (11%, n=26) and Grass-root levels project staff (GR staff) (7%, 
n=18) (see Figure 6.2). When a large scale JICA project is about to be 
implemented, a Japanese project team, which consists of Chief Advisor, Expert 
and Coordinator, will be dispatched from Japan under the banner of „Japanese 
team‟. Chief Advisor takes the role of general project management; Expert 
takes the role of specific technical field and Coordinator plays the internal and 
external coordination role. Although each job has a different role in the project, 
their official status is Expert on diplomatic agreement. Thus, the five jobs are 
regrouped into three job types which are Expert (65%, n=158), Senior Volunteer 
(28%, n=68) and GR staff (7%, n=18) (see Figure 6.3). The results show that 
this data analysis has been heavily influenced by the Experts‟ point of view 
(answers).  
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6.2.2.2 BG2: Gender (n=244) 
Three-quarters of the respondents (75%, n=184) were male and one quarter 
was female (25%, n=60) in this survey (see Figure 6.4). By job type analysis, 
the percentage of the male aid workers were 79% in Senior Volunteer (n=54), 
78% in Expert (n=184) and 39% in GR staff (n=7) (see Figure 6.5 and Table 
6.2).  



























Source: Data analysis                        Source: Data analysis 
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Table 6.2. Gender ratio by job type 
Expert
Senior 
Volunteer GR staff Total
Count 123 54 7 184
Expected 
Count
119.1 51.3 13.6 184.0
% of Total 50.4% 22.1% 2.9% 75.4%
Count 35 14 11 60
Expected 
Count
38.9 16.7 4.4 60.0
% of Total 14.3% 5.7% 4.5% 24.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0





Source: Data analysis 
This result may explain that JICA aid works are mainly conducted by male 
workers, while the gender balance of GR staff would explain that Japanese civil 
society organisations are operated by a relatively large number of female staff 
members.  
6.2.2.3 BG3: Age (n=244) 
The mode of the age group was 40s and it accounted for 30% of the 
respondents (n=73) in total (see Figure 6.6.), followed by 50s (26%, n=62), 30s 
(23%, n=57) and over 60s (18%, n=43). Aid workers are required to have 
practical work experiences in the specialised field, thus, there were few 
respondents in their 20s (3%, n=8). According to the analysis by job type, the 
mode was 40s in Expert (n=63), 60s in Senior Volunteer (n=32) and 30s in GR 
staff (n=9) (see Figure 6.7 and Table 6.3).  
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Source: Data analysis                        Source: Data analysis 
Table 6.3 Age group by job type 
Expert
Senior 
Volunteer GR staff Total
Count 5 0 3 8
Expected 
Count
5.2 2.2 .6 8.0
% of Total 2.0% .0% 1.2% 3.3%
Count 48 0 9 57
Expected 
Count
36.9 15.9 4.2 57.0
% of Total 19.7% .0% 3.7% 23.4%
Count 63 9 1 73
Expected 
Count
47.3 20.3 5.4 73.0
% of Total 25.8% 3.7% .4% 29.9%
Count 33 27 2 62
Expected 
Count
40.1 17.3 4.6 62.0
% of Total 13.5% 11.1% .8% 25.4%
Count 8 32 3 43
Expected 
Count
27.8 12.0 3.2 43.0
% of Total 3.3% 13.1% 1.2% 17.6%
NR Count 1 0 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .4% .0% .0% .4%
Total Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis      
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The reason for the different age distribution among the job types is due to the 
recruiting process and required work experience and skills. Experts are required 
to possess strong expertise and language skills as they work mainly in 
ministries level, thus, there will not be Experts under 30 except in special cases. 
In contrast, usually the right person from a wide range of age groups would be 
assigned in GR projects as their independent aid activities do not have age 
limitations set by JICA. In the case of Senior Volunteers, being different from 
Expert and GR staff, this job type has an age limitation of 40 to 69 years old on 
the recruitment process, thus there is a high age group tendency in comparison 
with the other two job types.   
Additionally, age group by gender is shown in Figure 6.8. The bar chart 
indicates the distribution of the female respondents as being skewed to the left 
side, while distribution of male respondents showed even distribution. This 
result would explain that JICA aid work has been carried out mainly by male aid 
workers before, whereas the female workers have started participating in the 
last decade. Women's increased participation in society may also influence their 
participation in aid world. 























Source: Data analysis           
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6.2.2.4. BG4: Academic background (n=244)  
The results showed a high educational background tendency of the aid workers. 
The mode was Masters degree (42%, n=103) followed by Bachelors degree 
(40%, n=98), PhD (9%, n=21), Associate degree (7%, 16) and Certificate (2%, 
n=5) (see Figure 6.9.). Regarding post-graduate degree holders, 51% of the 
respondents (n=124) belong to this category.  
This tendency is salient especially among Experts since 63% (n=100) had post-
graduate degrees (see Figure 6.10 and Table 6.4). This percentage (63%) is 
considerably larger than the percentage of GR staff (39%, n=7) and Senior 
Volunteers (25%, n=17); moreover, there are 16 PhD holders in the Expert 
group, which represents 16% of the Expert in comparison with four PhD holders 
in Senior volunteer (6%) and one holder in GR staff (6%).  
 
 
Figure 6.9 Academic background                Figure 6.10 By job type 

































Source: Data analysis                        Source: Data analysis 
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Table 6.4 Academic background by job type 
Expert
Senior 
Volunteer GR staff Total
Count
1 4 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total .4% 1.6% .0% 2.0%
Count 8 6 2 16
Expected 
Count
10.4 4.5 1.2 16.0
% of Total 3.3% 2.5% .8% 6.6%
Count 49 40 9 98
Expected 
Count
63.5 27.3 7.2 98.0
% of Total 20.1% 16.4% 3.7% 40.2%
Count 84 13 6 103
Expected 
Count
66.7 28.7 7.6 103.0
% of Total 34.4% 5.3% 2.5% 42.2%
Count 16 4 1 21
Expected 
Count
13.6 5.9 1.5 21.0
% of Total 6.6% 1.6% .4% 8.6%
Count 0 1 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .0% .4% .0% .4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis                         
 
6.2.2.5 BG5: Assigned region (n=244) 
According to the results, 45% of the respondents (n=110) work in the Asian 
region (see Figure 6.11, Appendix I, p. 367). The mode of this question was 
also South-east Asia (25%, n=62) and above 10% region was Sub-Saharan 
Chapter 6 Data analysis 
158 
 
Africa (20%, n=49), South Asia (17%, n=42) and Central America/Caribbean 
region (12%, n=12).  
The mode by job type was South-east Asia in Expert (42%, n=66), South Asia 
in Senior Volunteer (29%, n=20) and South Asia in GR staff (39%, n=7) (see 
Figure 6.12). Historically, Japan provides more aid to the Asian region and 44% 
of JICA‟s technical cooperation budget went to Asia in 2008 (see Figure 4.5, p. 
125).  












































































Source: Data analysis                        Source: Data analysis 
 
The outstanding feature in this analysis will be that a quarter of Experts (25%, 
n=39) work in the Sub-Saharan Africa region. Due to more attention given to the 
African region, the number of aid workers and funds might have recently 
increased for this region.  
6.2.2.6. BG6: Affiliation in Japan (n=244) 
JICA aid work is mainly implemented by contract-based aid workers from 
various types of organisations. “Independent” was the mode in this question and 
the answer covered 39% of the respondents (n=94) (see Figure 6.13).  
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Source: Data analysis                        Source: Data analysis 
“Independent” would mainly mean freelance consultants in Expert and retirees 
in Senior Volunteer category. Subsequently, “Private consulting company” (19%, 
n=47), “Central government” (9%, n=23), “JICA” (9%, n=21) and “NPO/NGO” 
(8%, n=20) followed. As minor responses, “Private company” (5%, n=13), 
“Educational institution” (3%, n=8), “Public-interest cooperation” (3%, n=7) and 
“Local government” (2%, n=4) were selected. It is presumed that most Senior 
Volunteers joined these overseas activities after their retirement, whereby the 
percentage of “Independent” reached 72% (n=48). In the case of Expert, as 
recent trends show, outsourcing JICA aid projects by private consultation 
companies have been increased during the last five years, while the number of 
direct operation projects by JICA has been reduced due to cost-performance 
viewpoint. This influence can be reflected in the result of Expert as 28% of them 
(n=45) belong to a private consultation company and this is the mode of 
Expert‟s affiliation followed by “Independent” (n=44), “Central government 
(n=22)” and “JICA staff” (n=21) (see Figure 6.14). In the case of GR staff, as 
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most grass-roots level aids are implemented by NPO/NGOs on a global basis, 
78% of GR staffs selected “NPO/NGO” as their affiliation in Japan.  
6.2.2.7 BG7: Type of recruitment (Expert only) (n=158)  
This question was designed only for Experts since Senior Volunteers and GR 
staff have only one type of recruitment. Current recruit types are mainly three: 
“JICA recommendation”, “Ministry recommendation” and “Open recruitment”. In 
this question, mode was “JICA recommendation” (38%, n=61) followed by 
“Open recruitment” (37%, n=58) and “Ministry recommendation” (18%, n=28) 
(see Figure 6.15).  






















Source: Data analysis 
"JICA recommendation” and “Ministry recommendation” have been major 
recruitment types; however, “Open recruitment” has became a major 
recruitment method due to the outsourcing trend and viewpoint from public 
fairness. In addition, Experts who were recruited by “Open recruitment” would 
be more responsible for the activities as they are required to present their action 
plans and demonstrate their ability to achieve the project goals during the 
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screening process. Meanwhile, aid workers recommended by JICA and the 
ministry would feel “assigned” rather than “applied” by their own choice. 
6.2.2.8 BG8: Contract period (n=244) 
JICA defines three types of contract period: “Long-term” (more than 12 months), 
“Short-term” (less than 12 months) and “Shuttle type” (periodical trip base). 
According to the results, 85% of the responses (n=206) were occupied by 
“Long-term” followed by “Shuttle type” (11%, n=27) and “Short-term” (4%, n=9) 
(see Figure 6.16). 
Due to the pervading view about cost-effectiveness, the number of shuttle type 
contracts has been increased during the last five years. Accordingly, in this 
contract, Experts visit the project sites periodically and conduct their aid works, 
thus, during their absence, the project activities are solely implemented by their 
local colleagues. This cost-saving contract style occupied 11% in this question. 
In fact, the actual number of this shuttle type contract of Expert would be more 
in the survey period, however there might be a possibility that a number of them 
were not in the project sites. Correspondingly, in the case of short-term Expert, 
the number of the responses was fewer than expected because they were 
dispatched more frequently to support long-term Experts. It is possible that 
either they hesitated to participate or they were not well informed, as they do 
not take major roles in their projects. Regarding the analysis by job type, the 
percentage of long-term contracts was 81% in Expert (n=128), 97% in Senior 
volunteer (n=66) and 67% in GR staff (n=14) (see Figure 6.17).  
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Source: Data analysis                        Source: Data analysis 
 
There were no GR staff members in the short-term contract group and no 
Senior Volunteers in the shuttle type contract group. Concerning the Senior 
Volunteers‟ contract, shuttle type contract is not set by JICA due to the strong 
person-to-person oriented activities.  
6.2.2.9 BG9: Months since you arrived (n=244) 
The duration of the stay in the partner country will be an important factor for the 
aid workers‟ perceptions. As Adam et al. (1976) and Hofstede (2003) explain, 
people‟s emotions will be changed from time to time when they face change or 
live in a cross-cultural setting. This question was prepared to check time-series 
differences in perception and behaviour of the aid workers. 
The “12-23 months” group, which occupied 32% (n=78), formed the majority, 
and 76% of the respondents (n=184) belong to a category of less than 23 
months (see Figure 6.18). This is because most long-term contracts are two 
years in JICA. (In case of a two year contract, the respondents were asked to 
select “12-23 months”). By Job type analysis (see Figure 6.19), Experts‟ 
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answers are distributed widely from “less than 3 months” (13%, n=20) to “More 
than 36 months” (8%, n=13) group as Experts‟ contract is extendable. 
Meanwhile, Senior Volunteers‟ range was “less than 3 months” (0.5%, n=3) and 
“12-23 months” (44%, n=30) as basically their contract is fixed for two years. 
Regarding Grass-roots level project, apart from the fixed financial support from 
JICA, which is a maximum of 100 million Japanese yen for five years, they can 
stay as long as they need based on their plan. In this analysis, three GR staff 
members stayed for more than three years.  


























Source: Data analysis                        Source: Data analysis 
6.2.2.10 BG 10: Language in workplace (n=244) 
English would be the most popular common language in a cross-cultural 
organisation. As a result of the analysis, 67% of the respondents (n=163) 
selected “English” as their language in the workplaces, and “Spanish” was 
selected by 15% of the respondents (n=36) who worked in Latin America 
countries and “French” was chosen by 6% of the respondents (n=15) who 
worked in French speaking African countries (see Figure 6.20). The aid 
workers‟ mother language “Japanese” was also selected by 5% of the 
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respondents (n=12) and was used in Vietnam (n=3), Brazil (n=3), Morocco 
(n=2), Indonesia (n=1), Nepal (n=1), Mongolia (n=1) and India (n=1). As for the 
rest of the answers, 7% of the respondents selected “Other” (n=18): 
“Indonesian” (n=4), “Lao” (n=2), “Portuguese” (n=2), “Arabic” (n=1), 
“Burmese”(n=1), “Russian” (n=1), “Tatum” (n=1), “Urdu” (n=1), “More than two 
languages” (n=2) and blank answers (n=3) (note: “Tatum” is an official language 
in East-Timor). Regarding analysis by job type, percentage of the “English” was 
72% in GR staff (n=13), 70% in Expert (n=110) and 59% in Senior Volunteer 
(40%) (see Figure 6.21). The Senior Volunteers‟ less English-dependent 
tendency results from the intensive language training during their training period 
before the posting in order to cope with their field work. 
















     
Source: Data analysis                        Source: Data analysis 
6.2.2.11 BG11: Overseas experience (Over three months experience only) 
(Multiple answer question) (n=244) 
This question was prepared to test the influence of overseas experiences on the 
aid workers‟ perception and behaviour.  Before experiencing culture shock, the 
first six months in the foreign country is generally referred to as a “honeymoon 
period” and people tend to have positive feelings (Martin and Anthony, 2006); 
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however, a three month experience was set as the borderline based on the 
author‟s personal experience in JICA aid works. Hence, in order to know the 
overseas experience after the “honeymoon period”, the respondents were 
asked to select over three months overseas experience only.  
Major answers were “JICA related work” (31%, n=150), “JOCV related work” 
(16%, n=76) and “Overseas education” (15%, n=74) (see Figure 6.22). “JOCV” 
stands for Japan Overseas Cooperation Volunteers, one of the major JICA 
schemes established based on the idea of a Peace Coop of the United States. 
Percentages of these high frequency answers were different among the job 
types (see Figure 6.23). In Experts (n=158), 73% (n=115) had JICA related 
experience, 41% (n=64) had JOCV experience and 36% (n=57) had studied 
abroad. In the case of Senior Volunteers (n=68), “JICA related work” was 
selected by 49% (n=33) of them and “Private company” was chosen by 28% 
(n=20). Of GR staff (n=16), the mode was “Overseas education” (38%, n=6) 
followed by “NGO related work” (31%, n=5). From this comparison, it can be 
concluded that Experts tend to have more JICA related work experience than 
Senior Volunteers and GR staff. Other outstanding features would be that more 
than one-quarter of Senior Volunteers accumulated overseas experience in 
private companies; therefore they might have more of a Japanese private 
organisation cultural mind-set resulting from their long work experience.  
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Source: Data analysis                        Source: Data analysis 
6.2.2.12 BG12: Total number of months working in developing country (ies) 
(n=244) 
This study expects that cross-cultural competence positively correlates with the 
length of overseas work experience in developing countries. In addition, only 
overseas working experience in developing countries was targeted because 
working experiences in them would be different from those in developed ones.  
According to the results, 53% of the respondents (n=129) have more than 60 
months working experience in development countries (see Figure 6.24) and this 
answer was the mode in each job type (see Figure 6.25). Especially in Expert, 
65% of them (n=103) belong to the over 60 months experience holder group. 
Subsequently, 44% of GR staff (n=8) and 26% of Senior Volunteers (n=18) 
were in this group. Paying attention to less than 23 month experience holders, 
41% of Senior Volunteers (n=28) and 33 % of GR staff (n=6) belong to this less 
than two years experience group, while 9% of Experts are located in the group. 
This result indicates that Experts have gained more experience in developing 
countries.  
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Source: Data analysis                        Source: Data analysis 
6.2.2.13 BG13: Total number of months working in JICA related work in 
development country (ies) (n=244) 
As each organisation has its own culture, JICA also has its own specific 
organisation culture. From this viewpoint, the respondents may have different 
perceptual and behavioural tendencies depending on the length of the JICA 
related work experience. It assumes that JICA aid workers who have long work 
experience under JICA schemes would have less stress than the aid workers 
who are new to them.  
The result showed that 40% of the respondents (n=98) selected “More than 60 
months work experience” group (see Figure 6.26). By job type analysis, 53% of 
Experts (n=83), 19% of Senior Volunteers (n=13) and 11% of GR staff (n=2) 
belong to this group (see Figure 6.27). The results show that Experts tend to 
have more aid related experience under JICA than Senior Volunteers and GR 
staff. Meanwhile, concerning the “Less than 23 months work experience” 
holders, 51% of Senior Volunteers (n=35), 61% of GR staff (n=11) and 15% of 
Experts (n=24) belong to this group. 
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Source: Data analysis                        Source: Data analysis 
 
In question BG8, as 85% of the respondents selected “Long-term contract”, 
which is more than a one year contract and a two year contract is seen as a 
major contract period, the respondents in this category are considered as 
mainly first-time aid workers under JICA aid work.  
6.2.3 Perception-related question  
In order to answer the research question, the aid workers‟ perceptions of their 
local colleagues and work environment should be clarified. Thus, 28 perception 
related questions were provided in this section and each question was re-
numbered as P1 to P28 for convenience reason.  
6.2.3.1 P1: I find my work challenging  (n=244) 
A degree of work satisfaction would affect the aid workers‟ perception. In this 
question, 92% of the respondents (n=223) selected positive answers, which 
consist of “Agree” and “Tend to agree” (see Figure 6.28).                            
Nearly all GR staff (100%, n=18) and Experts (95%, n=150) selected positive 
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answers, whereas in the case of Senior Volunteers, the percentage was more 
than 10% lower than the others (81%, n=55) (see Figure 6.29 and Table 6.5).  

















Source: Data analysis                        Source: Data analysis 
Table 6.5 P1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 1 3 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .4% 1.2% .0% 1.6%
Count 6 10 0 16
Expected 
Count
10.4 4.5 1.2 16.0
% of Total 2.5% 4.1% .0% 6.6%
Count 53 25 4 82
Expected 
Count
53.1 22.9 6.0 82.0
% of Total 21.7% 10.2% 1.6% 33.6%
Count 97 30 14 141
Expected 
Count
91.3 39.3 10.4 141.0
% of Total 39.8% 12.3% 5.7% 57.8%
Count 1 0 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .4% .0% .0% .4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis                         




It means that the work satisfaction of Senior Volunteers is comparatively lower 
than that of the other two job types. A comparison of the expected and actual 
count in Table 6.5 also indicates this tendency for Senior Volunteers, whereby 
the actual number of negative answers (“Disagree”=3 and “Tend to 
disagree”=10) are twice as high as the expected number (“Disagree”=1.1 and 
“Tend to disagree”=4.5).  
6.2.3.2 P2:  I enjoy my work (n=244) 
This question asked respondents about their feelings about their work; 
meanwhile, the previous question asked their impression about the nature of 
their work. In total, the percentage of the positive answers was 87% (n=213) 
(see Figure 6.30), which is slightly lower than the percentage of P1 (92%, 
n=223).  
The distribution characteristic by job type was also similar to the previous 
question, hence Senior Volunteers had a tendency to select less positive 
answers than the other two job groups (75%, n=51), while 100% of GR staff 
(n=18) and 91% of Experts (n=144) selected positive answers (see Figure 6.31 
and Table 6.6). Those results would imply a relatively low work satisfaction 
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Source: Data analysis                             Source: Data analysis 
Table 6.6 P2 by Job type 
Expert
Senior 
Volunteer GR staff Total
Count 1 3 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .4% 1.2% .0% 1.6%
Count
13 14 0 27
Expected 
Count
17.5 7.5 2.0 27.0
% of Total 5.3% 5.7% .0% 11.1%
Count 67 27 7 101
Expected 
Count
65.4 28.1 7.5 101.0
% of Total 27.5% 11.1% 2.9% 41.4%
Count 77 24 11 112
Expected 
Count
72.5 31.2 8.3 112.0
% of Total 31.6% 9.8% 4.5% 45.9%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis                         
6.2.3.3 P3: Sometimes I am depressed about my work (n=244) 
Depression can happen more frequently under a cross-cultural situation; 
moreover, the negative feelings would affect people‟s perception (Hofstede, 
2003). According to the results, 59% of the respondents (n=146) selected the 
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positive answers which implies that they were feeling depressed about their 
work (see Figure 6.32). Experts and GR staff have this tendency more than 
Senior Volunteer; as 62% of Experts (n=98) and 61% of GR staff (n=11) 
selected positive answers, while 54% of Senior Volunteers (n=37) selected 
these answers (see Figure 6.33 and Table 6.7).  



















Disagree Tend to 
Disagree






Source: Data analysis                        Source: Data analysis 
Table 6.7 P3 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 12 9 2 23
Expected 
Count
14.9 6.4 1.7 23.0
% of Total 4.9% 3.7% .8% 9.4%
Count 48 22 5 75
Expected 
Count
48.6 20.9 5.5 75.0
% of Total 19.7% 9.0% 2.0% 30.7%
Count 55 22 7 84
Expected 
Count
54.4 23.4 6.2 84.0
% of Total 22.5% 9.0% 2.9% 34.4%
Count 43 15 4 62
Expected 
Count
40.1 17.3 4.6 62.0
% of Total 17.6% 6.1% 1.6% 25.4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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 Arguably, these results might have been affected by the strong result (output) 
oriented job nature of Experts and the accountability issue amongst Grass-roots 
level project, which is funded by JICA. They both felt stressed and depressed 
due to the responsibilities resulting from their contractual terms. Meanwhile, in 
the Senior Volunteer literally volunteer and do not need to take responsibility 
about their work output. In addition, according to some comments from Senior 
Volunteers on the questionnaires, it seems that some of them lose motivation 
toward their work due to poor implementation structures which were designed 
and put in place by JICA. 
6.2.3.4 P4:  My activities are appreciated by local colleagues (n=244) 
In the aid world, planning and implementation are often carried out separately 
by different parties in order to avoid misconducts, thus aid workers, as 
implementers, can be confused due to the gap between the plan and actual 
situation in the field. In some cases, there are no actual needs for the aid 
project; nevertheless, the aid workers can be assigned to the project site to 
implement the schemes. 
In this question, 92% of the respondents (n=224) felt that their activities were 
appreciated by their local colleagues (see Figure 6.34). According to the 
analysis by job type, 76% of Senior Volunteers (n=52) selected positive 
answers, while 100% of GR staff (n=18) and 98% of Experts (n=155) chose the 
negative answers (see Figure 6.35 and Table 6.8). From the results, it can be 
concluded that approximately one-quarter of Senior Volunteers have some 
work-related issues with their partner organisations. This problem would be 
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partly caused by the long recruiting process that takes more than one year from 
the proposal submission until posting Senior Volunteers. Therefore, in some 
situations, when the volunteers arrive at their posts, needs of the volunteers no 
longer exist or the aid requests are forgotten by local authorities. These kinds of 
situations may have affected the responses of Senior Volunteers.  
















Source: Data analysis                        Source: Data analysis 
Table 6.8 P4 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 0 3 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .0% 1.2% .0% 1.2%
Count 3 13 0 16
Expected 
Count
10.4 4.5 1.2 16.0
% of Total 1.2% 5.3% .0% 6.6%
Count 99 28 4 131
Expected 
Count
84.8 36.5 9.7 131.0
% of Total 40.6% 11.5% 1.6% 53.7%
Count 56 24 14 94
Expected 
Count
60.9 26.2 6.9 94.0
% of Total 23.0% 9.8% 5.7% 38.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.5 P5: I like the atmosphere of my workplace (n=244) 
During the project period, JICA aid workers work in their partner organisations. 
As the organisation culture is different from the Japanese organisation culture, 
their perceptions may have been affected by the atmosphere of the workplaces. 
According to the results, 87% of the respondents (n=213) selected positive 
answers (see Figure 6.36), which indicates that a majority of the respondents 
like the atmosphere.  Analysis by job type showed a similar tendency to the 
previous perception–related questions as Senior Volunteers tend to select less 
positive answers, which were 55 observed accounts for 81% of them, whereas 
90% of Experts (n=142) and 89% of GR staff (n=16) selected positive answers 
(see Figure 6.37 and Table 6.9). This result would explain that nearly one-fifth 
of Senior Volunteers had negative feelings towards the atmosphere of their 
workplace, while in the case of Experts and GR, only one-tenth of them 
reported that they had similar feelings.  



















































Source: Data analysis                        Source: Data analysis 
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Table 6.9 P5 by job type 
Expert
Senior 
Volunteer GR staff Total
Disagree Count 1 4 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total .4% 1.6% .0% 2.0%
Count 14 9 1 24
Expected 
Count
15.5 6.7 1.8 24.0
% of Total 5.7% 3.7% .4% 9.8%
Count 81 36 3 120
Expected 
Count
77.7 33.4 8.9 120.0
% of Total 33.2% 14.8% 1.2% 49.2%
Count 61 19 13 93
Expected 
Count
60.2 25.9 6.9 93.0
% of Total 25.0% 7.8% 5.3% 38.1%
Count 1 0 1 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .4% .0% .4% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0








Source: Data analysis 
6.2.3.6 P6: Work environment is well arranged by partner organisation 
(n=244) 
The work environment is considered a hygiene factor in Herzberg‟s two factor 
theory (Herzberg et al., 1959), thus the physical work environment may affect 
the aid workers‟ perception and motivation. In JICA projects, partner 
organisations are also required to provide an appropriate work environment for 
the staff based on the agreements between the two nations; however, it seems 
that the agreed promises are not kept in some project sites. 
The results showed that 57% of the respondents (n=140) provided positive 
answers in total (see Figure 6.38). In this question, the answer distribution was 
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varied among the three job types since the positive answers were 83% in GR 
staff (n=15), 59% in Expert (n=94) and 46% in Senior Volunteers (n=31) (see 
Figure 6.39 and Table 6.10).  



















Source: Data analysis                        Source: Data analysis 
Table 6.10 P6 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 14 10 2 26
Expected 
Count
16.8 7.2 1.9 26.0
% of Total 5.7% 4.1% .8% 10.7%
Count 49 27 0 76
Expected 
Count
49.2 21.2 5.6 76.0
% of Total 20.1% 11.1% .0% 31.1%
Count 67 20 13 100
Expected 
Count
64.8 27.9 7.4 100.0
% of Total 27.5% 8.2% 5.3% 41.0%
Count 27 11 2 40
Expected 
Count
25.9 11.1 3.0 40.0
% of Total 11.1% 4.5% .8% 16.4%
Count 1 0 1 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .4% .0% .4% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis                        
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From the opposite viewpoint, the results indicate that 54% of Senior Volunteers, 
40% of Experts and 11% of GR staff felt that their work environments are not 
well organised. This issue would be mostly caused by the partner organisation‟s 
unstable financial situation rather than the local colleagues‟ dereliction; 
nevertheless, if notions of attribution theory are applied in this situation, the aid 
worker might blame their local colleagues because people tend to overestimate 
the influence of internal factors rather than the environmental factors around the 
local colleagues (George and Jones, 1999).   
6.2.3.7 P7: I can accept the work process and practice of partner 
organisation (n=244) 
Since work processes and practices are often different in developing countries, 
aid workers, as foreigners, would face difficulties and may form negative 
impressions about local colleagues; furthermore, the different work practices 
could result in the emergence of conflict. In answering this question, the positive 
answers were selected by 61% of the respondents (n=150), while the rest of the 
respondents (38%, n=91) found that the local staff work processes and 
practices were more or less difficult to accept (see Figure 6.40). Again, being 
similar to other perception-related questions, Senior Volunteers showed lower 
positive answers percentage of 46% (n=31) compared with Experts‟ 67% 
(n=106) and GR staff‟s 72% (n=13) (see Figure 6.41 and Table 6.11), hence, 
the presence of tension between the aid workers and the local staff would be 
expected to be more among Senior Volunteers. 























Source: Data analysis                        Source: Data analysis 
Table 6.11 P7 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 7 6 1 14
Expected 
Count
9.1 3.9 1.0 14.0
% of Total 2.9% 2.5% .4% 5.7%
Count 44 31 2 77
Expected 
Count
49.9 21.5 5.7 77.0
% of Total 18.0% 12.7% .8% 31.6%
Count 82 22 11 115
Expected 
Count
74.5 32.0 8.5 115.0
% of Total 33.6% 9.0% 4.5% 47.1%
Count 24 9 2 35
Expected 
Count
22.7 9.8 2.6 35.0
% of Total 9.8% 3.7% .8% 14.3%
Count 1 0 2 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .4% .0% .8% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.8 P8: I like to work with my local colleagues (n=244) 
In order to measure the degree of closeness with the local colleagues, this 
question was provided. As a result, 86% of the respondents (n=210) provided 
positive answers (see Figure 6.42), however, from the opposite viewpoint, the 
results explain that 13% of the respondents (n=32) have negative feelings about 
the cooperative work with their local colleagues. 
In the subsequent analysis by job type, the results showed a large percentage 
difference between the three job types, whereby the percentage of positive 
answers were 100% in GR staff (n=18), 90% in Expert (n=142) and 74% in 
Senior Volunteer (n=50) (see Figure 6.43 and Table 6.12). As “Disagree” was 
selected by only Senior Volunteers, it seems they tend to have more people-
related issues with their local colleagues.    
 
Figure 6.42 Proportion of P8                     Figure 6.43 P8 by job type 
Disagree
7















Source: Data analysis                        Source: Data analysis 
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Table 6.12 P8 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 0 7 0 7
Expected 
Count
4.5 2.0 .5 7.0
% of Total .0% 2.9% .0% 2.9%
Count 14 11 0 25
Expected 
Count
16.2 7.0 1.8 25.0
% of Total 5.7% 4.5% .0% 10.2%
Count 72 36 8 116
Expected 
Count
75.1 32.3 8.6 116.0
% of Total 29.5% 14.8% 3.3% 47.5%
Count 70 14 10 94
Expected 
Count
60.9 26.2 6.9 94.0
% of Total 28.7% 5.7% 4.1% 38.5%
Count 2 0 0 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .8% .0% .0% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis                         
 
6.2.3.9 P9: I am stressed from responsibility to achieve the planned target 
(n=244) 
All JICA aid workers are expected to achieve the project objectives; however, 
the degree of expectation from JICA may be varied among the three job 
categories due to the different contract terms and size of the input. Firstly, 
Experts receive the highest expectation from JICA compared with the other two 
job types due to the specific term of reference and the large project input. 
Secondly, GR staffs are also required to achieve their project purposes as their 
activities are designed by themselves and the funds were allocated by JICA 
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based on their proposals. However, due to the relatively small amount of input 
(maximum 100 million yen in five years) and the small-scale activities, GR staffs 
are not subject to high expectation in comparison with Experts. Thirdly, in the 
case of Senior Volunteers, the condition will be slightly different from the others, 
as their status is of volunteer and their activities are designed by JICA staff, 
they would have less sense of responsibility about their tasks in comparison 
with Expert and GR staff, moreover, the less sense of responsibility would 
possibly reduce their stress level. 
In answering this question, the answers were divided roughly equally into 55% 
of positive answers (n=134) and 45% negative answers (n=109) (see Figure 
6.44). By job type analysis, the positive answers were selected by 61% of 
Experts (n=96), 61% of GR staff (n=13) and 40% of Senior Volunteers (n=27) 
(see Figure 6.45 and Table 6.13).  
 
Figure 6.44 Proportion of P9                   Figure 6.45 P9 by job type 
 
Source: Data analysis                        Source: Data analysis 
Chapter 6 Data analysis 
183 
 
Table 6.13 P9 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 7 15 2 24
Expected 
Count
15.5 6.7 1.8 24.0
% of Total 2.9% 6.1% .8% 9.8%
Count 54 26 5 85
Expected 
Count
55.0 23.7 6.3 85.0
% of Total 22.1% 10.7% 2.0% 34.8%
Count 67 20 7 94
Expected 
Count
60.9 26.2 6.9 94.0
% of Total 27.5% 8.2% 2.9% 38.5%
Count 29 7 4 40
Expected 
Count
25.9 11.1 3.0 40.0
% of Total 11.9% 2.9% 1.6% 16.4%
Count 1 0 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .4% .0% .0% .4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis   
As expected, these results indicate that Experts and GR staffs are expected to 
experience a high level of tendency for stress in comparison with Senior 
Volunteers. It is expected that the low stress level of Senior Volunteers is also 
related to a feeling of resignation toward their work rather than generous nature 
underpinned by their relatively long life experience in some cases.  
6.2.3.10 P10: I often compare my present workplace with the previous one 
(Respondents with previous overseas work experiences only) (n=183) 
This question was only asked to the respondents who have working experience 
in other developing countries before joining current JICA aid work. As a result, 
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183 respondents answered this question. People often compare their present 
workplace with their former workplace. Based on the researcher‟s personal 
experience in JICA aid work, an assumption was made that aid workers who 
often compare their current workplace with their previous one tend to hold 
negative feeling towards their current workplace. This question was prepared 
for testing this assumption. 
In this question, the responses were divided roughly equally into 52% of positive 
answer groups (n=98) and 48% of negative answer groups (n=91) (see Figure 
6.46). The results of analysis by job type showed considerably large differences 
among the three jobs, hence the percentage of positive answers was 66% in 
Senior Volunteers (n=27), 49% in Experts (n=68) and 38% in GR staff (n=3) 
(see Figure 6.47 and Table 6.14). If the assumption is applied to these results, it 
seems that Senior Volunteers tended not to be satisfied with their current 
workplaces.  
 
















Source: Data analysis                        Source: Data analysis 
Chapter 6 Data analysis 
185 
 
Table 6.14 P10 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 29 5 4 38
Expected 
Count
28.1 8.2 1.6 38.0
% of Total 15.3% 2.6% 2.1% 20.1%
Count 43 9 1 53
Expected 
Count
39.3 11.5 2.2 53.0
% of Total 22.8% 4.8% .5% 28.0%
Count 46 16 3 65
Expected 
Count
48.1 14.1 2.8 65.0
% of Total 24.3% 8.5% 1.6% 34.4%
Count 22 11 0 33
Expected 
Count
24.4 7.2 1.4 33.0
% of Total 11.6% 5.8% .0% 17.5%
Count 140 41 8 189
Expected 
Count
140.0 41.0 8.0 189.0







                                             
Source: Data analysis 
6.2.3.11 P11: What is the main cause of the underdevelopment in your 
assigned country? (Single answer) (n=244) 
According to the attribution theory, people tend to seek reasons for phenomena 
and events that happen around them. This question attempted to clarify the aid 
workers‟ understanding of the main cause of the underdevelopment in their 
partner countries. If the attribution theory is applied, they tend to think that 
underdevelopment is caused by developing countries themselves; furthermore, 
they are also apt to think that internal factors, such as national character, cause 
the underdevelopment.  
In answering this question, the mode was “Government/Leaders” (40%, n=98) 
and “National Character” (23%, n=56) followed (see Figure 6.48). These 
answers support the assumptions because the majority of the respondents 
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selected the internal factors as causes of the underdevelopment. “Donor 
countries” as an external factor was selected by 7% of the respondents (n=18), 
moreover “Socio-economy” and “Natural environment” were selected by 11% 
(n=26) and 2% (n=5) of the respondents. As attribution theory explains, it 
seems the majority of people do not consider external factors as causes of the 
underdevelopment. “Other” was also chosen by 17% of the respondents (n=41),  
with comments such as “Poor education system”, “Poor human recourse”, 
“Internal and external conflict” and “Negative historical legacy”; furthermore, 
some respondents were asked if development could be measured by only the 
economical aspect. In spite of the single answer question, some respondents in 
“Other” mentioned that the answer should not be a single factor.  
Analysis by job type, “Government/Leaders” was the mode in each job type. 
Regarding the percentage of “National character”, in comparison with the 
percentage of Senior Volunteers (31%, n=21), those of Expert (20%, n=31) and 
GR staff (22%, n=4) were considerably low (see Figure 6.49). It seems that 
approximately one third of Senior Volunteers think that people in developing 
countries are responsible for their underdevelopment.  

























Source: Data analysis                        Source: Data analysis 
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6.2.3.12 P12: Colleagues are cooperative to our activities (n=244) 
In the case of Experts and Senior Volunteers, agreement for the aid cooperation 
is usually made between JICA and a ministry level organisation of the partner 
country, thus often the purpose of the aid activities is not clearly understood by 
their front-line local colleagues. Under this kind of working condition, no matter 
how well their local colleagues understand the reasons for undertaking activities, 
the aid workers are required to achieve planned goals under cooperation with 
their local colleagues based on the agreement. On the other hand, GR staffs 
organise and implement their activities independently by themselves; therefore, 
they would have fewer problems with issues related to cooperation.    
As a result, 87% of the respondents (n=210) felt their colleagues were 
cooperative in their work as the whole (see Figure 6.50). According to the 
analysis by job type, the responses from Senior Volunteers indicated a low 
percentage of positive answers which included 72% (n=49) against Experts 
92% (n=145) and GR staffs 89% (n=16) (see Figure 6.51 and Table 6.15).  
Figure 6.50 Proportion of P12                  Figure 6.51 P12 by job type 
  
Source: Data analysis                        Source: Data analysis 
Chapter 6 Data analysis 
188 
 
Table 6.15 P12 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 0 5 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total .0% 2.0% .0% 2.0%
Count 12 13 2 27
Expected 
Count
17.5 7.5 2.0 27.0
% of Total 4.9% 5.3% .8% 11.1%
Count 79 28 5 112
Expected 
Count
72.5 31.2 8.3 112.0
% of Total 32.4% 11.5% 2.0% 45.9%
Count 66 21 11 98
Expected 
Count
63.5 27.3 7.2 98.0
% of Total 27.0% 8.6% 4.5% 40.2%
Count 1 1 0 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .4% .4% .0% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
The result implies that one quarter of Senior Volunteers did not have good 
teamwork experience with their local colleagues in their activities; moreover, 
“Disagree” was selected only by Senior Volunteers. 
6.2.3.13 P13: If you chose “Disagree” or “Tend to Disagree” in P12, what 
is the reason? (Multiple answer question)(n=32) 
Based on the researcher‟s own personal experience, five answers were 
prepared to clarify the aid workers‟ perception about their local colleagues‟ 
uncooperative attitude. In this multiple-answers question, approximately 1.9 
answers were selected by one respondent. The answers that obtained more 
than 10% were “Insufficient incentive” (23%, n=14), “National culture” (23%, 
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n=14), “Weak goal oriented organisation culture” (21%, n=13) and “Time 
constraint” (12%, n=7) (see Figure 6.52). The mode was different between the 
job types. 10 out of 12 Experts (83%) felt low incentive affected local staffs‟ 
work attitude, whereas 9 out of 18 Senior Volunteers (50%) thought national 
culture resulted in low cooperativeness (see Figure 6.53). Regarding GR staff, 
there are only two responses, thus, due to the small sample size, the data was 
not analysed. 
Concerning “Insufficient incentive”, since some donor organisations use 
financial incentive for their local staffs and the information is often shared with 
both inside and outside of the local staffs, the majority may expect some 
financial reward from the donor side during the aid activity period. In spite of it, 
JICA maintains no special allowance policy toward the local colleagues from a 
self-supporting effort viewpoint. As described later in HG1, nearly 40% of the 
local colleagues did not receive enough salary to live on; therefore, it would be 
difficult for the aid workers to motivate their local colleagues in some work 
places.   






























Source: Data analysis                        Source: Data analysis 
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6.2.3.14 P14: In a busy period, if local colleagues are not working as hard 
as I expected them to do, I get irritated (n=244) 
Since Japanese have collectivism minds (Hofstede, 2003), Japanese aid 
workers would expect their colleagues to cooperate autonomously, otherwise 
the aid workers may be irritated about the colleagues‟ less cooperative attitude 
than their expectation. The result indicated that 50% of the respondents (n=121) 
provided positive answers, while 47% of them (n=117) gave negative answers 
(see Figure 6.54). Positive answers‟ percentage by job type were 72% in GR 
staff (n=13), 50% in Expert (n=79) and 43% in Senior Volunteer (n=29) (see 
Figure 6.55 and Table 6.16).  
Being different from Senior Volunteers‟ negative perceptual tendency in the 
previous questions, the results indicated the presence of low irritation tendency 
on the part of Senior Volunteers. However, regarding interpretation of these 
negative answers, it would require careful consideration whether these negative 
answers represent tolerance or disregard towards the local colleagues. For 
example, when their high expectation toward the local staff results in 
disappointment, some of the aid workers may control the feeling by their 
tolerance, whereas the others may manage the irritation simply by not caring 
about the local staff. As for the interpretation, these results will be re-examined 
by further analysis in the inferential analysis part.  
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Table 6.16 P14 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 18 15 1 34
Expected 
Count
22.0 9.5 2.5 34.0
% of Total 7.4% 6.1% .4% 13.9%
Count 58 21 4 83
Expected 
Count
53.7 23.1 6.1 83.0
% of Total 23.8% 8.6% 1.6% 34.0%
Count 65 26 9 100
Expected 
Count
64.8 27.9 7.4 100.0
% of Total 26.6% 10.7% 3.7% 41.0%
Count 14 3 4 21
Expected 
Count
13.6 5.9 1.5 21.0
% of Total 5.7% 1.2% 1.6% 8.6%
Count 3 3 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total 1.2% 1.2% .0% 2.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.15 P15: When I work hard, I feel local colleagues also should work 
equally as hard (n=244) 
Along with P14, the underlying assumption in the question is the idea of the 
Japanese‟s preference for collectivism. According to the result, 69% of the 
respondents (n=169) expected their local colleagues to work hard when the aid 
workers did so (see Figure 6.56). This percentage may explain the presence of 
the team spirit amongst the majority of the aid workers. In comparison with the 
previous question P14, the positive percentage in this question (69%, n=169) is 
19% higher than the answers given to P14 (50%, n=121). The difference may 
indicate that more of the aid workers recognised the importance of teamwork, 
regardless of whether they are irritated of their local colleagues‟ uncooperative 
attitude.  
By job type analysis, this tendency can also be seen in the Expert and Senior 
Volunteer categories (see Figure 6.57 and Table 6.17).  



















Source: Data analysis                        Source: Data analysis 
 




Table 6.17 P15 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 6 10 1 17
Expected 
Count
11.0 4.7 1.3 17.0
% of Total 2.5% 4.1% .4% 7.0%
Count 29 16 4 49
Expected 
Count
31.7 13.7 3.6 49.0
% of Total 11.9% 6.6% 1.6% 20.1%
Count 76 28 6 110
Expected 
Count
71.2 30.7 8.1 110.0
% of Total 31.1% 11.5% 2.5% 45.1%
Count 43 10 6 59
Expected 
Count
38.2 16.4 4.4 59.0
% of Total 17.6% 4.1% 2.5% 24.2%
Count 4 4 1 9
Expected 
Count
5.8 2.5 .7 9.0
% of Total 1.6% 1.6% .4% 3.7%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
 
Experts‟ positive answers were increased from 50% (n=79) in P14 to 75% 
(n=119) in this question and similarly the percentages of Senior Volunteers 
increased from 43% (n=29) in P14 to 59% (n=38). In contrast, for GR staff, the 
percentages decreased from 72% (n=13) in P14 to 67% (n=12) in this question; 
however, it should be emphasised that the difference was created by only one 
respondent.  
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7.2.3.16 P16: Local colleagues should feel grateful for what the Japanese 
side have done to them (n=244) 
This question attempted to clarify Japanese aid worker‟s degree of expectation 
about their aid work toward the partner countries. Western countries‟ aid may 
originally come from humanitarianism based on Christian faith (Sawamura, 
2002), but Japanese aid does not have the religious undertone. Thus, Japanese 
aid workers would expect more feelings of gratitude from their local colleagues 
in return for the aid effort provided in comparison with Western aid workers. 
According to the result, 56% of the respondents (n=137) gave positive answers 
which implies that the local colleagues should be grateful for Japanese aid (see 
Figure 6.58). This tendency is stronger in Senior Volunteers (60%, n=41) and 
Experts (57%, n=90) than GR staff (33%, n=6) (see Figure 6.59 and Table 6.18). 
Regarding the low positive answers percentage, as GR staffs work at grass-
roots level for people living in poverty, they would have strong sympathy for 
their local colleagues and aid beneficiaries.               



















Source: Data analysis                        Source: Data analysis 
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Table 6.18 P16 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 15 12 2 29
Expected 
Count
18.8 8.1 2.1 29.0
% of Total 6.1% 4.9% .8% 11.9%
Count 49 12 10 71
Expected 
Count
46.0 19.8 5.2 71.0
% of Total 20.1% 4.9% 4.1% 29.1%
Count 76 31 5 112
Expected 
Count
72.5 31.2 8.3 112.0
% of Total 31.1% 12.7% 2.0% 45.9%
Count 14 10 1 25
Expected 
Count
16.2 7.0 1.8 25.0
% of Total 5.7% 4.1% .4% 10.2%
Count 4 3 0 7
Expected 
Count
4.5 2.0 .5 7.0
% of Total 1.6% 1.2% .0% 2.9%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis    
6.2.3.17 P17: I think my local colleagues have enough ability to implement 
their task. (n=244) 
For managers, positive expectations will be essential to develop followers‟ 
ability. This question was asked in order to ascertain the degree of understating 
their local colleagues‟ work ability.  
In answering this question, 70% of the respondents (n=170) provided positive 
answers (see Figure 6.60) which implied that their colleagues were capable of 
implementing their tasks. According to the analysis by job type, Senior 
Volunteers showed a slightly lower positive answer percentage of 66% (n=45) 
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in comparison with GR staffs‟ 72% (n=13) and Experts‟ 71% (n=112) (see 
Figure 6.61 and Table 6.19).  



















Source: Data analysis                        Source: Data analysis 








Count 5 3 1 9
Expected 
Count
5.8 2.5 .7 9.0
% of Total 2.0% 1.2% .4% 3.7%
Count 39 19 4 62
Expected 
Count
40.1 17.3 4.6 62.0
% of Total 16.0% 7.8% 1.6% 25.4%
Count 78 30 11 119
Expected 
Count
77.1 33.2 8.8 119.0
% of Total 32.0% 12.3% 4.5% 48.8%
Count 34 15 2 51
Expected 
Count
33.0 14.2 3.8 51.0
% of Total 13.9% 6.1% .8% 20.9%
Count 2 1 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .8% .4% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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Regarding the negative answers, careful consideration may be required 
because there may be two ways of interpreting; one interprets this negatively as 
“they cannot implement their tasks” and the other interprets positively as “they 
do not have enough ability to implement their tasks; however, they will in the 
future.” Given the Japanese context, the first interpretation might be more likely 
than second one. 
6.2.3.18 P18: Local colleagues will enhance their abilities through working 
with me (n=244) 
JICA aid workers and their local colleagues must be on equal footing according 
to the agreement paper, but a teacher and learner relationship may be 
established due to the aid worker‟s higher level of expertise. In practice, the aid 
workers hold the management role in the project; moreover they are expected 
to develop their local colleagues‟ capacity which is one of the important tasks 
written in the term of reference. In connection with this teacher-learner 
relationship, according to Pygmalion effect, positive expectations from teachers 
and managers are essential to enhance students and followers. 
The results showed that 87% of the respondents (n=213) believed that local 
colleagues would enhance their ability (see Figure 6.62). Subsequently, the 
analysis by job type indicated that the positive answers were 83% in GR staff 
(n=45), 71% in Expert (n=112) and 66% in Senior Volunteer (n=15) (see Figure 
6.63 and Table 6.20). It seems that Senior Volunteers tend to have more 
negative perception than the other two groups, furthermore, the “Disagree” 
response was selected by only  Senior Volunteer (n=2).  























Source: Data analysis                        Source: Data analysis 






Count 0 2 0 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .0% .8% .0% .8%
Count 13 9 3 25
Expected 
Count
16.2 7.0 1.8 25.0
% of Total 5.3% 3.7% 1.2% 10.2%
Count 97 36 9 142
Expected 
Count
92.0 39.6 10.5 142.0
% of Total 39.8% 14.8% 3.7% 58.2%
Count 46 19 6 71
Expected 
Count
46.0 19.8 5.2 71.0
% of Total 18.9% 7.8% 2.5% 29.1%
Count 2 2 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .8% .8% .0% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.19 P19: My attitude affects the behaviour of my local colleagues 
(n=244) 
In organisations, emotional interactions such as encouragement and 
enlightenment between the members are essential to achieve the organisational 
goals. Especially managers‟ attitude, so-called charisma, would considerably 
affect their followers‟ perception and behaviour (Kakabadse et al., 2008). This 
question was prepared not only for investigating the influence of the Japanese 
aid workers‟ attitude on the local staff‟s behaviour, but also to investigate the 
degree of closeness between the aid workers and their local colleagues. The 
negative answers would mean poor interactions between the aid workers and 
local staffs. 
The result showed that 80% of the respondents (n=195) answered that they felt 
that their work attitude would affect the behaviour of their local colleagues (see 
Figure 6.64). By job type analysis, relatively large positive answer percentage 
differences were recognised among them: 82% in Expert (n=130), 83% in GR 
staffs (n=15) and 73% (n=50) in Senior Volunteer (see Figure 6.65 and Table 
6.21). There are about 10% differences between the former two groups and 
Senior Volunteers. Considering the results of other questions, it suggests that 
the low positive answer percentage in Senior Volunteer is partly related to their 
poor human relationship tendency in their workplaces.   























Source: Data analysis                        Source: Data analysis 
 
Table 6.21 P19 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 2 4 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total .8% 1.6% .0% 2.5%
Count 24 13 3 40
Expected 
Count
25.9 11.1 3.0 40.0
% of Total 9.8% 5.3% 1.2% 16.4%
Count 94 39 12 145
Expected 
Count
93.9 40.4 10.7 145.0
% of Total 38.5% 16.0% 4.9% 59.4%
Count 36 11 3 50
Expected 
Count
32.4 13.9 3.7 50.0
% of Total 14.8% 4.5% 1.2% 20.5%
Count 2 1 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .8% .4% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.20 P20: I believe my local colleagues implement their tasks as we 
planned (n=244) 
This question intended to clarify the JICA aid workers‟ degree of reliability of 
their local colleagues‟ work. In total, 73% of the respondents (n=179) expected 
that their local colleagues should carry out their allocated tasks (see Figure 6.60. 
p. 196). Subsequent analysis by job type indicated percentage differences 
among the jobs: 78% (n=14) in GR staff, 75% (n=79) in Expert and 68% (n=46) 
in Senior Volunteer (see Figure 6.67 and Table 6.22). This response tendency 
is similar to the results of P18 “Local colleague will enhance their abilities 
through working with me”; hence, expectation and a sense of reliability toward 
the local colleagues may be related to one another. Further analysis regarding 
this assumption will be conducted in the inferential analysis part. 
 


















Source: Data analysis                        Source: Data analysis 
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Table 6.22 P20 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 3 3 1 7
Expected 
Count
4.5 2.0 .5 7.0
% of Total 1.2% 1.2% .4% 2.9%
Count 33 17 3 53
Expected 
Count
34.3 14.8 3.9 53.0
% of Total 13.5% 7.0% 1.2% 21.7%
Count 88 33 8 129
Expected 
Count
83.5 36.0 9.5 129.0
% of Total 36.1% 13.5% 3.3% 52.9%
Count 31 13 6 50
Expected 
Count
32.4 13.9 3.7 50.0
% of Total 12.7% 5.3% 2.5% 20.5%
Count 3 2 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total 1.2% .8% .0% 2.0%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
 
6.2.3.21 P21: My local colleagues work hard by my encouragement.  
(n=244) 
This question attempted to clarify whether the aid workers believed their 
encouragement had positive influence on their local colleagues. As Blake‟s 
leadership grid leadership model (Blake and Mouton, 1964) explains, a 
manager‟s behaviour influences the followers‟ performance; however, the effect 
will be considerably affected by the human relationship between managers and 
followers (Mullins, 2005). The results of this question will also indicate the 
closeness of the relationship.  
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According to the analysis, 78% of the respondents (n=189) provided positive 
answers (see Figure 6.68). According to analysis by job type, the percentage of 
the positive answer was 89% (n=16) in GR staff, 82% (n=129) in Expert and 
65% (n=44) in Senior Volunteer (see Figure 6.69 and Table 6.23).  



















Source: Data analysis                        Source: Data analysis 
Table 6.23 P21 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 2 4 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total .8% 1.6% .0% 2.5%
Count 25 16 2 43
Expected 
Count
27.8 12.0 3.2 43.0
% of Total 10.2% 6.6% .8% 17.6%
Count 77 29 8 114
Expected 
Count
73.8 31.8 8.4 114.0
% of Total 31.6% 11.9% 3.3% 46.7%
Count 52 15 8 75
Expected 
Count
48.6 20.9 5.5 75.0
% of Total 21.3% 6.1% 3.3% 30.7%
Count 2 4 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total .8% 1.6% .0% 2.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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The percentage of Senior Volunteer was lower than the other job types and the 
results show that 35% of the Senior Volunteers have doubts about the 
effectiveness of their encouragement toward the local colleagues. In addition, it 
would also represent their poor human relationship because encouragement 
works effectively under favourable human relationships.  
6.2.3.22 P22: I trust my local colleagues. (n=244) 
Trust would be one of crucial factors in organisations; however, in cross-cultural 
workplaces foreigners would misunderstand local people more often due to 
miscommunication resulting from the language barrier, stereotypes and biases 
(Adler and Gundersen, 2007). This question used a straightforward expression 
to understand the aid workers‟ perception regarding this issue. In total, 85% of 
the respondents (n=208) provided positive answers (see Figure 6.70). Being 
different from other answers, GR staff showed the lowest positive answers 
percentage at 78% (n=14) compared with 88% (n=139) in Expert and 81% 
(n=55) in Senior Volunteer (see Figure 6.71 and Table 6.24). The result means 
that Experts tend to trust their local colleagues more than Senior Volunteers 
and GR staffs. Nevertheless, one should be careful when interpreting GR staffs‟ 
lower positive percentage tendency due to the small sample size. As seen in 
Figure 6.71 and Table 6.24, GR staffs‟ observed count was 14 replies; however, 
in the case that 15 positive responses were obtained in GR staff, the 
percentage immediately rises to 83%. In spite of that, the lower tendency in GR 
staff is admitted as fact, thus it should be interpreted that their grass-roots level 
work environments are affecting their perceptions and this causes the lowest 
positive answers percentage.   




Figure 6.70 Proportion of P22         Figure 6.71 P22 by job type 
 
Source: Data analysis                        Source: Data analysis 
 
Table 6.24 P22 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 1 3 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .4% 1.2% .0% 1.6%
Count 17 7 4 28
Expected 
Count
18.1 7.8 2.1 28.0
% of Total 7.0% 2.9% 1.6% 11.5%
Count 84 33 8 125
Expected 
Count
80.9 34.8 9.2 125.0
% of Total 34.4% 13.5% 3.3% 51.2%
Count 55 22 6 83
Expected 
Count
53.7 23.1 6.1 83.0
% of Total 22.5% 9.0% 2.5% 34.0%
Count 1 3 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .4% 1.2% .0% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.23 P23: How do you see your relationship with your local colleagues? 
(n=244) 
This question attempted to clarify a type of relationship with local colleagues 
based on the idea of TA analysis by Berne (1968). As JICA aid workers have 
resources and naturally tend to have expertise power, they may have a 
tendency to select convenient relationships for them. According to the result, 
the first mode was “Colleague” (62%, n=151) and the second mode was 
“Implementer and Supporter” (22%, n=54) (see Figure 6.72). These answers 
are categorised as adult-adult relationships, but “Friends” (5%, n=2) can also be 
dealt as an adult-adult relationship. In contrast, “Boss-Subordinate” relationship 
(6%, n=13), “Teacher-Student” relationship (3%, n=8) and “Parent-child” 
relationship (1%, n=2) showed small percentages. It means that the majority of 
the aid workers form adult-adult relationships, which is normal in the workplace 
(Berne, 1968). In job type analysis, “Colleague” was the mode in each job type: 
66% in Expert (n=104), 57% in Senior Volunteer (n=39) and 44% in GR staff 
(n=8) (see Figure 6.73). Despite the small sample size of the GR staff, the high 
percentage “Boss-Subordinate” relationship (17%, n=3) will be an outstanding 
feature of this analysis. At glass-roots level work, in some situations, aid 
workers might be required to establish the relationship in order to implement 
their activities more efficiently. Considering the positive perceptual tendency of 
GR staff in other questions, in spite of the “Boss-subordinate” relationship, it is 
expected that the relationship between the aid workers and local colleagues is 
favourable and healthy. 
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Source: Data analysis                        Source: Data analysis 
 
6.2.3.24 P24: My local colleagues prefer to be ordered rather than 
delegated (n=244) 
According to Theory Y (McGregor, 1960), people prefer to be delegated 
authority and seek responsibility. This question attempted to clarify how the aid 
workers think about this issue in their workplaces.71% of the respondents 
selected negative answers (n=174), which supports the notion of Theory Y, 
while 26% of them (n=64) thought their local colleagues preferred to be 
instructed (see Figure 6.73). In the subsequent analysis by job type, the 
percentage of the negative answers was 83% in GR staff (n=15), 71% in Senior 
Volunteer (n=48) and 70% in Expert (n=111) (see Figure 6.74 and Table 6.25). 
The result shows salient positive answers percentage in GR staff group, 
whereby it can be said that GR staff is more inclined towards the Theory Y 
management style than the other groups. However, as the GR staff sample size 
is considerably small, it needs to be emphasised that the 10% difference was 
made by two extra negative answers. 























Source: Data analysis                        Source: Data analysis 
 
Table 6.25 P24 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 33 24 4 61
Expected 
Count
39.5 17.0 4.5 61.0
% of Total 13.5% 9.8% 1.6% 25.0%
Count 78 24 11 113
Expected 
Count
73.2 31.5 8.3 113.0
% of Total 32.0% 9.8% 4.5% 46.3%
Count 35 15 2 52
Expected 
Count
33.7 14.5 3.8 52.0
% of Total 14.3% 6.1% .8% 21.3%
Count 8 3 1 12
Expected 
Count
7.8 3.3 .9 12.0
% of Total 3.3% 1.2% .4% 4.9%
Count 4 2 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total 1.6% .8% .0% 2.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.3.25 P25: I think my local colleagues will not be depressed even if I 
issue strict warning or reproach them (n=244) 
According to Hofstede (2003), human nature, such as delight, anger, sorrow 
and pleasure, is universal and inherited; however, foreigners often have 
stereotypical feelings towards local people, for example, as they are optimistic 
and not depressed.  
The results showed that 58% of the respondents (n=142) selected negative 
answers, which supports Hofstede‟s notion, while 39% of them (n=96) gave 
positive answers (see Figure 6.76). By job type analysis, the percentage of 
negative answers was 68% in Expert (n=107), but less than 50% in Senior 
Volunteer (43%, n=29) and GR staff (33%, n=6) (see Figure 6.77 and Table 
6.26).  
 














































Source: Data analysis                        Source: Data analysis 
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Table 6.26 P25 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 52 14 2 68
Expected 
Count
44.0 19.0 5.0 68.0
% of Total 21.3% 5.7% .8% 27.9%
Count 55 15 4 74
Expected 
Count
47.9 20.6 5.5 74.0
% of Total 22.5% 6.1% 1.6% 30.3%
Count 33 27 6 66
Expected 
Count
42.7 18.4 4.9 66.0
% of Total 13.5% 11.1% 2.5% 27.0%
Count 14 10 6 30
Expected 
Count
19.4 8.4 2.2 30.0
% of Total 5.7% 4.1% 2.5% 12.3%
Count 4 2 0 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total 1.6% .8% .0% 2.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0








                                     
Source: Data analysis 
 
These differences may be caused by social status differences of their local 
colleagues. Since Experts‟ local colleagues belong to a relatively high position 
as members of the management group at central government compared with 
those of GR staffs and Senior Volunteers, Experts may see more similarities in 
their colleagues and the situation may affect their perception about their local 
colleagues. 
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6.2.3.26 P26: I think my local colleagues motivate me as well (n=244) 
The influence of managers on subordinates is considerably large; however, 
managers are also influenced by subordinates‟ behaviour which influences 
managers‟ frame of references (Adler and Gundersen, 2007). In aid work, the 
interaction would be a critical factor for establishing a successful organisation. 
According to the results, 61% of the respondents (n=148) felt that their local 
colleagues motivated the aid workers (see Figure 6.78). This tendency is 
prominent in GR staffs (72%, n=13) and Experts (66%, n=105), but Senior 
Volunteers selected less positive answers (44%, n=30) (see Figure 6.79 and 
Table 6.27). 31% of Senior Volunteers (n=21) selected “Disagree” and this 
number is twice that of the expected counts of 10.3 replies.  
Considering the responses of Senior Volunteers to other questions, these 
results would reflect their relationship status with their local colleagues; they 
tend not to maintain a favourable relationship with their local colleagues.  


















































Source: Data analysis                        Source: Data analysis 
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Table 6.27 P26 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 15 21 1 37
Expected 
Count
24.0 10.3 2.7 37.0
% of Total 6.1% 8.6% .4% 15.2%
Count 35 16 4 55
Expected 
Count
35.6 15.3 4.1 55.0
% of Total 14.3% 6.6% 1.6% 22.5%
Count 68 24 5 97
Expected 
Count
62.8 27.0 7.2 97.0
% of Total 27.9% 9.8% 2.0% 39.8%
Count 37 6 8 51
Expected 
Count
33.0 14.2 3.8 51.0
% of Total 15.2% 2.5% 3.3% 20.9%
Count 3 1 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total 1.2% .4% .0% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
6.2.3.27 P27: If you chose “Agree” or “Tend to Agree” in P26, how do your 
local colleagues motivate you? (Multiple answer question)(n=148) 
In responding to this multiple answer question, five answers were prepared and 
approximately 2.1 answers were selected by one respondent.   
In total, “Showing growth at work” (27%, n=84) was the mode followed by 
“Working hard for our activities” (25%, n=80), “Be cooperative” (24%, n=74) and 
“Acknowledge my work” (20%, n=64) (see Figure 6.80). These answers 
represent the local colleagues‟ positive attitude toward the aid activities and aid 
workers; however, the interpretation of “Acknowledge my work” would be 
slightly different from other answers because the aid workers were motivated by 
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the recognition from the local colleagues. In addition, eight out of ten 
respondents in the “Other” category (3%, n=10) mentioned that their local 
colleagues directly encouraged the aid workers when they were depressed or 
stuck. Recognition is one of the motivators in the workplace (Herzberg et al., 
1959). Similarly, this result indicates evidence that recognition from followers 
becomes a motivator for managers. Regarding analysis by job type, as seen in 
Figure 6.81, the four responses were almost evenly distributed in this question. 
Figure 6.80 Proportion of P27               Figure 6.81 P27 by job type 
 
Source: Data analysis                        Source: Data analysis 
6.2.4 Behaviour-related questions 
In this section, the Japanese aid workers‟ behaviour towards their local 
colleagues is demonstrated. The results are used to test the causal relationship 
between the aid workers‟ perception and behaviour in the next chapter. The 
eight behaviour-related questions were renumbered from B1 to B8 for 
convenience. 
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6.2.4.1. B1:  I keep good relationships with my local colleagues. (n=244) 
The human relationship should be measured from both the aid worker side and 
local colleague side; however, this survey was conducted towards only the aid 
workers due to the research limitation explained earlier.  
According to the results, 94% of the respondents (n=229) selected the positive 
answers in total (see Figure 6.82). In comparison with the perception-related 
questions, this percentage is relatively higher than the average percentages of 
perception-related questions; hence, the gap would indicate the existence of the 
aid workers who keep good relations with the local colleagues despite having a 
negative perception of them. As symbolised in typical Japanese behaviour, so-
called “Honne and Tatemae” (appearance and reality) (Fukushima, 1993; 
Miyamoto, 1996; Kak-soo, 2005), the Japanese tend not to show their real 
feelings in public, to keep good relations and avoid conflict. Since the views 
form the local colleague side were not measured, their actual relationships are 
unknown and can be different from their perception in practice.  















































Source: Data analysis                        Source: Data analysis 
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Table 6.28 B1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 0 5 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total .0% 2.0% .0% 2.0%
Count 3 4 0 7
Expected 
Count
4.5 2.0 .5 7.0
% of Total 1.2% 1.6% .0% 2.9%
Count 82 37 7 126
Expected 
Count
81.6 35.1 9.3 126.0
% of Total 33.6% 15.2% 2.9% 51.6%
Count 71 21 11 103
Expected 
Count
66.7 28.7 7.6 103.0
% of Total 29.1% 8.6% 4.5% 42.2%
Count 2 1 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .8% .4% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
According to the analysis by job type, positive percentages were 100% in GR 
staff (n=18), 97% in Expert (n=153) and 85% in Senior Volunteer (n=58) (see 
Figure 6.83 and Table 6.28). A distinguishing feature is the low positive 
percentage of Senior Volunteers; approximately 13% of them (n=9) stated that 
their relationships with local colleagues were poor. 
6.2.4.2 B2: I keep close communications with my local colleagues (n=244) 
Positive perception may be related to close communication; furthermore, the 
communication would contribute to the organisations success. According to the 
majority of responses, 84% of the respondents (n=205) chose positive answers 
and the mode was “Tend to Agree” (50%, n=123) (see Figure 6.84). In this 
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question, 100% of GR staff (n=18) chose positive answers, while the positive 
answers were selected by 86% of Experts (n=137) and 74% of Senior 
Volunteers (n=50) (see Figure 6.85 and Table 6.29). In the case of Senior 
Volunteers, the results indicate that the one-quarter failed to maintain close 
communications with the local colleagues.  
Figure 6.84 Proportion of B2                    Figure 6.85 B2 by job type 
Disagree
4














Source: Data analysis                        Source: Data analysis 
Table 6.29 B2 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 0 4 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .0% 1.6% .0% 1.6%
Count 19 13 0 32
Expected 
Count
20.7 8.9 2.4 32.0
% of Total 7.8% 5.3% .0% 13.1%
Count 84 31 8 123
Expected 
Count
79.6 34.3 9.1 123.0
% of Total 34.4% 12.7% 3.3% 50.4%
Count 53 19 10 82
Expected 
Count
53.1 22.9 6.0 82.0
% of Total 21.7% 7.8% 4.1% 33.6%
Count 2 1 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .8% .4% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









                                      
Source: Data analysis 
Chapter 6 Data analysis 
217 
 
6.2.4.3 B3: I have warned strictly or reproached one or more of my local 
colleagues (n=244) 
In aid world, donor staffs have access to more power sources resulting from 
their position, expertise and diplomatic status. As explained in P18, the status of 
aid workers and the local staff must be regarded as being equal according to 
the agreement paper; however, the donor-recipient relationship is based on the 
unequal power balance and this enables aid workers to behave dominantly in 
the field. Moreover, aid workers may behave arrogantly toward their local staff 
due to, for example, their diplomatic status (Chakravarti, 2005). 
Against this assumption, the majority of the respondents selected the negative 
answers for this question (66%, n=161) (see Figure 6.86). Among the three job 
types, Senior Volunteers showed the highest negative response rate which was 
75% (n=51) followed by Experts‟ 65% (n=102) and GR staffs‟ 44% (n=8) (see 
Figure 6.87 and Table 6.30).  



















Source: Data analysis                        Source: Data analysis 
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Table 6.30 B3 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 59 35 3 97
Expected 
Count
62.8 27.0 7.2 97.0
% of Total 24.2% 14.3% 1.2% 39.8%
Count 43 16 5 64
Expected 
Count
41.4 17.8 4.7 64.0
% of Total 17.6% 6.6% 2.0% 26.2%
Count 29 8 1 38
Expected 
Count
24.6 10.6 2.8 38.0
% of Total 11.9% 3.3% .4% 15.6%
Count 24 8 9 41
Expected 
Count
26.5 11.4 3.0 41.0
% of Total 9.8% 3.3% 3.7% 16.8%
Count 3 1 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total 1.2% .4% .0% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
These negative response rates were similar to those of P25 “I think my local 
colleagues will not be depressed even if I warn them strictly or reproach them.” 
These behavioural differences among the job types may depend on their 
colleagues‟ social status, whereby Experts tend not to reproach their colleagues 
at a managerial level; meanwhile, a majority of GR staffs tend to reproach their 
subordinate class colleagues. Regarding the Senior Volunteers‟ higher negative 
answers percentage, it would be partly related to their detached work attitude as 
seen in B2. 
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6.2.4.4 B4: I have attempted some activities to promote cordial human 
relationships with local colleagues (n=244) 
The establishment of favourable manager-subordinate relations is one of the 
important tasks of managers. According to Tuckman‟s team building stage 
(Tuchman and Jensen, 1977), several activities may be required for team 
members until reaching a performing stage. In this question, 80% of the 
respondents (n=194) selected positive answers (see Figure 6.88).  
Subsequently, in the analysis by job type, Senior Volunteers tended to have 
less positive responses than the other two groups, as the percentage was 71% 
(n=48) in comparison with GR staffs‟ 89% (n=16) and Experts‟ 82% (n=130) 
(see Figure 6.89 and Table 6.31). The result would explain a tendency on the 
part of the Senior Volunteers in making less effort to establish a favourable 
human relationship with their local colleagues.  
 



















Source: Data analysis                        Source: Data analysis 
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Table 6.31 B4 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 3 7 0 10
Expected 
Count
6.5 2.8 .7 10.0
% of Total 1.2% 2.9% .0% 4.1%
Count 21 12 2 35
Expected 
Count
22.7 9.8 2.6 35.0
% of Total 8.6% 4.9% .8% 14.3%
Count 70 27 3 100
Expected 
Count
64.8 27.9 7.4 100.0
% of Total 28.7% 11.1% 1.2% 41.0%
Count 60 21 13 94
Expected 
Count
60.9 26.2 6.9 94.0
% of Total 24.6% 8.6% 5.3% 38.5%
Count 4 1 0 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total 1.6% .4% .0% 2.0%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
6.2.4.5 B5: If you chose “Agree” or “Tend to Agree” in B4, what did you 
attempt? (Multiple answer question) (n=194: Expert=130, Senior 
Volunteer=48 and GR staff: 16) 
For this multiple answer question, four answers were provided. The average 2.2 
answers were selected by each respondent. The first mode was “Have more 
conversation” (46%, n=158) and the responses represent 81% of the 194 total 
respondents (see Figure 6.90). “Invite for a meal” (24%, n=82), “Organise a 
party” (12%, n=42) and “Spend weekend together” (15%, n=4) followed. 
Regarding answers in the “Other” category, several types of attempts were 
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described by the 43 respondents. The attempts are mostly communication-
related behaviour such as meetings, discussions and intense information 
sharing; moreover, there were also daily life related attempts such as “Attend 
ceremony”, “Drink together”, “Greet in local language” and “Go shopping 
together”. By job type analysis, concerning “Have more conversation”, there are 
small percentage gaps among the three jobs: 88% in GR staff (n=14), 82% in 
Expert (n=107) and 79% in Senior Volunteer (n=38) (see Figure 6.91).  



























Source: Data analysis                        Source: Data analysis 
Meanwhile, there are relatively large percentage differences in “Invite for a 
meal”: 52% (n=107) in Expert, 42% (n=20) in Senior Volunteer and 38% (n=5) 
in GR staff categories. The reason would be partly related to Experts‟ large 
salary and sense of responsibility about work.  First, in comparison with GR 
staff, the Senior Volunteer salary is considerably higher and it can cause 
feelings of envy amongst local colleagues; thus, more than 50% of Experts 
would treat local colleagues to a meal as an attempt to get rid of their feeling of 
envy as well as to motivate them. In addition, from different viewpoints, Experts 
may attempt to compensate JICA‟s no-allowance policy for local colleagues by 
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treating the local colleagues favourably. Also, Experts take on a great deal of 
responsibility about their work performance and achievement. The failure of the 
job puts their next contract in jeopardy, thus some of the Experts may use the 
meal invitation in order to motivate the local colleagues to work hard.   
6.2.4.6 B6: I have attempted to motivate local colleagues (n=244) 
Motivation is an essential role of managers. The managers‟ motivational 
behaviour would be influenced by the managers‟ own perception; furthermore, 
the behaviour would considerably contribute to enhance the performance of 
their subordinates (Adler and Gundersen, 2007).                                                       
According to the result, 74% of the respondents (n=179) selected positive 
answers (see Figure 6.92). In the subsequent analysis by job type, 94% of GR 
staff (n=17) selected positive answers followed by Experts‟ 77% (n=121) and 
Senior Volunteers 60% (n=41) (see Figure 6.93 and Table 6.32). In common 
with other perception- and behaviour-related questions, Senior Volunteers 
showed more negative responses (37%, n=25) than other job types.  This result 
also reflects their preference for detached work. 



















Source: Data analysis                        Source: Data analysis 
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Table 6.32 B6 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 5 11 0 16
Expected 
Count
10.4 4.5 1.2 16.0
% of Total 2.0% 4.5% .0% 6.6%
Count 31 14 1 46
Expected 
Count
29.8 12.8 3.4 46.0
% of Total 12.7% 5.7% .4% 18.9%
Count 88 35 8 131
Expected 
Count
84.8 36.5 9.7 131.0
% of Total 36.1% 14.3% 3.3% 53.7%
Count 33 6 9 48
Expected 
Count
31.1 13.4 3.5 48.0
% of Total 13.5% 2.5% 3.7% 19.7%
Count 1 2 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .4% .8% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
6.2.4.7 B7:  If you chose “Agree” or “Tend to Agree” in B6, what did you 
attempt? (Multiple answer question) (n=179: Expert=121, Senior 
Volunteer=41 and GR staff=17） 
For this multiple answer question, seven answers were provided and 
approximately 3.8 answers were selected by each respondent. In total, the 
mode was “Recognition for good work done” (31%, n=145) and the 145 
responses represent 81% of the 179 total respondents (see Figure 6.94). In 
addition, “Delegation of responsibility and authority” (20%, n=95), “Skills 
obtained through project activities” (19%, n=88) and “Contribution to own 
country” (13%, n=58) followed as answers, which counted for more than 10%. 
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These answers would be categorised as motivators in the two factor theory 
(Herzberg et al., 1959).  
On the other hand, as minority responses, “Training in Japan” (7%, n=31), “Give 
some present/treat something” (5%, n=25) and “Financial incentive” (1%, n=5) 
would be categorised as hygiene factors. “Training in Japan” could be a 
motivator; however it includes a considerable financial incentive since the 
trainees (local colleagues) get a sufficient amount of monthly allowance during 
their stay in Japan. These results explain that the majority of the respondents 
used motivators rather than hygiene factors to encourage and motivate their 
local colleagues. By job type analysis, “Recognition for good work” was also the 
mode in the three jobs and selected by 87% of Experts (n=106), 82% of GR 
staffs (n=14) and 68% of Senior Volunteers (n=28) (see Figure 6.95).   
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6.2.4.8 B8: My effort towards local colleagues worked (Only if you chose 
“Agree” or “Tend to Agree” in B6) (n=179: Expert=121, Senior 
Volunteer=41 and GR staff)  
Local colleagues‟ positive reaction resulting from managers‟ encouragement 
would reinforce managers‟ motivating behaviour (Adler and Gundersen, 2007). 
As a result, 89% of the respondents (n=159) provided positive answers in this 
question (see Figure 6.96), hence the majority believe their motivational 
behaviours works. The 159 responses represent 65% of the total 244 
responses. By job type analysis, small response differences were confirmed 
between the three groups: 89% in Expert (n=108), 88% in GR staff (n=16) and 
85% in Senior Volunteer (n=35) (see Figure 6.97 and Table 6.33). As no 
respondents selected “Disagree” for this question, it can be said that their 
motivational behaviours worked successfully in most workplaces.  
 



















Source: Data analysis                        Source: Data analysis 
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Table 6.33 B8 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 11 6 1 18
Expected 
Count
12.2 4.1 1.7 18.0
% of Total 6.1% 3.4% .6% 10.1%
Count 80 26 8 114
Expected 
Count
77.1 26.1 10.8 114.0
% of Total 44.7% 14.5% 4.5% 63.7%
Count 28 9 8 45
Expected 
Count
30.4 10.3 4.3 45.0
% of Total 15.6% 5.0% 4.5% 25.1%
Count 2 0 0 2
Expected 
Count
1.4 .5 .2 2.0
% of Total 1.1% .0% .0% 1.1%
Count 121 41 17 179
Expected 
Count
121.0 41.0 17.0 179.0









Source: Data analysis 
6.2.5 Performance-related question 
In order to clarify a causal relationship between perception, behaviour and 
performance, three performances-related questions were designed. The three 
questions were re-named from PF1 to PF3 for convenience.  
6.2.5.1 PF1: Our activities are progressing very well comparison with the 
plan (n=244) 
Although there are several ways to measure performance of activity, this study 
aimed at measuring it based on comparison with the plan. According to the 
result, 74% of the respondents (n=181) gave positive answers which explain 
that three-quarters of the aid activities are progressing well (see Figure 6.98).  
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By job type analysis, the responses from Senior Volunteers showed a slightly 
lower positive response rate at 68% (n=46) compared with the GR staffs‟ 88% 
(n=16) and Experts‟ 75% (n=119) (see Figure 6.99 and Table 6.34).  Regarding 
the goal setting, each project has different levels of goal setting; some of the 
projects set aggressive goals, while other projects set modest goals. In this 
sense, although GR staff showed a comparatively high progress rate (88%, 
n=16), these results would not be sufficient to determine how much they have 
achieved from the starting point. This aspect was deeply considered before the 
research; however, since it was difficult to measure the performance of each 
project under different work environments, this study treats these percentages 
equally.  
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Source: Data analysis                        Source: Data analysis 
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Table 6.34 PF1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 4 5 0 9
Expected 
Count
5.8 2.5 .7 9.0
% of Total 1.6% 2.0% .0% 3.7%
Count 35 17 2 54
Expected 
Count
35.0 15.0 4.0 54.0
% of Total 14.3% 7.0% .8% 22.1%
Count 97 37 11 145
Expected 
Count
93.9 40.4 10.7 145.0
% of Total 39.8% 15.2% 4.5% 59.4%
Count 22 9 5 36
Expected 
Count
23.3 10.0 2.7 36.0
% of Total 9.0% 3.7% 2.0% 14.8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
 
6.2.5.2 PF2: If you chose “Agree” or “Tend to Agree” in PF1, please select 
the primary reason you think (n=181: Expert=119, Senior Volunteer=46 
and GR staff=16) 
This question attempted to clarify how the aid workers attribute to the cause for 
the success based on the idea of Attribution theories. According to self-serving 
attribution, it is expected that people tend to think success was caused by their 
own efforts.  
In total, the mode was “Effort by partner country” (36%, n=66) followed by 
“Effort by Japanese side” (30%, n=55), “Design of implementation structure” 
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(23%, n=41) and “External environment” (2%, n=3) (see Figure 6.100). There 
are small percentage differences between the first and second mode, however, 
36% of the respondents thought that the successful activities resulted mainly 
from the partner country side.  
As for the analysis by job type, the mode was different between the three job 
types; the mode of Expert was “Effort of partner country” (39%, n=46), whereas 
the mode of Senior Volunteers was “Effort by Japanese side” (37%, n=17) and, 
for GR staff, “Design of implementation structure” was the mode (44%, n=7) 
(See Figure 6.101). Apart from the above responses, six respondents in the 
“Other” category mentioned that it is difficult to separate these from each other 
and mutual effort from the both sides leads to the success.  
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6.2.5.3 PF3: If you chose “Disagree” or “Tend to Disagree” in PF1, please 
select the primarily reason you think (n=63: Expert=39, Senior 
Volunteer=22 and GR staff=2) 
According to the notion of self-serving attribution, the “influence of partner 
country side” should be the answer in this question. In total, as assumed, the 
mode was the “Influence of partner country side” (33%, n=21), which supports 
the notion of the attribution theory and “Influence of Japanese side” (24%, 
n=15), “Design of implementation structure” (24%, n=15) and “External 
environment” (8%, n=5) followed (see Figure 6. 102).  
By job type analysis, the responses of Experts were distributed almost equally 
into three answers: “Influence of partner country side” (31%, n=12), “Influence 
of Japanese side” (28%, n=11) and “Designing of Implementation structure” 
(26%, n=10) (see Figure 6.103). On the other hand, in case of Senior 
Volunteers, “Influence of partner country” was the mode (36%, n=8) and 
“Influence of Japanese side” (18%, n=4) and “Design of implementation 
structure” (18%, n=4) followed. As for the responses of GR staff, there were two 
respondents: one of them selected “External environment” and the other chose 
“Design of implementation structure”.  
There were some Senior Volunteers‟ noteworthy opinions in the “Other” 
category (18%, n=4). Two of them attributed the reasons for failure to 
themselves, while one of them described the situation of the partner 
organisation changed after requesting Senior Volunteer; moreover, the other 
respondent explained that the local colleagues did not need the volunteer. In 
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general, the cooperation design process of Senior Volunteer is much simpler 
than that of Expert, thus miscommunication between JICA and partner 
organisation tends to happen more frequently. 

























Source: Data analysis                        Source: Data analysis 
6.2.6 Hygiene factor-related question 
Work environments, including appropriate amount of salary, form the foundation 
of hygiene factors. In order to clarify the financial situation of the local 
colleagues, this question was prepared. The question was named H1 for 
convenience. 
6.2.6.1 H1: My local colleagues get enough salary to live on (n=244) 
People‟s perception, behaviour and performance in an organisation are partly   
influenced by the salary condition (remuneration). As Herzberg‟s two factor 
theory (1959) explains, people will not work hard unless their needs for 
appropriate work environments, so-called hygiene factor, are satisfied. For this 
question, 60% of the respondents (n=146) selected positive answers and 38% 
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of them (n=94) provided negative answers (see Figure 6.104). If the two factor 
theory is applied to the 94 negative answers, it is expected to hear that their 
local colleagues do not work hard due to an insufficient salary.  
By job type analysis, although this study assumes that Experts‟ local colleagues 
were in relatively higher positions in comparison with Senior Volunteers and GR 
staffs, contrary to the assumption, there were more negative answers in Expert 
responses. The negative answers were selected by 28% of Senior Volunteers 
(n=19) and 33% of GR staffs (n=6), while 44% of Experts (n=69) stated their 
local colleagues did not get enough salary to live on (see Figure 6.105 and 
Table 6.35). It is presumed that Experts have more difficulty motivating their 
local staff due to the insufficient salary.   
 



















Source: Data analysis                        Source: Data analysis 
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Table 6.35 H1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 28 7 2 37
Expected 
Count
24.0 10.3 2.7 37.0
% of Total 11.5% 2.9% .8% 15.2%
Count 41 12 4 57
Expected 
Count
36.9 15.9 4.2 57.0
% of Total 16.8% 4.9% 1.6% 23.4%
Count 59 32 5 96
Expected 
Count
62.2 26.8 7.1 96.0
% of Total 24.2% 13.1% 2.0% 39.3%
Count 28 15 7 50
Expected 
Count
32.4 13.9 3.7 50.0
% of Total 11.5% 6.1% 2.9% 20.5%
Count 2 2 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .8% .8% .0% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
6.2.7 Japanese team-related question 
Conflict in the Japanese team at JICA projects will not be an unusual case. 
Apart from the outsourcing aid projects implemented by a single organisation, 
the project team often consists of several Japanese experts from different 
organisations based on the expertise required in the activities. In Japanese 
organisations, the seniority system has been the norm for a long time (Ouchi, 
1981); nevertheless the notion of task culture (Handy, 1985) is applied in most 
aid projects. The Japanese tend to accept their senior‟s opinion; however, 
Expert‟s expertise power, such as overseas experience and language skills, 
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would melt down the seniority system in aid projects. Thus, if a couple of 
experienced aid workers are dispatched to the same project, conflict can occur 
among them since the seniority system may not work in the organisation. In this 
questionnaire, five questions were provided to clarify the situation of the 
Japanese team and each question was labelled from J1-J5.  
6.2.7.1 J1: Do you have Japanese colleagues?  (n=244)  
This question was designed to screen out the aid workers who do not have 
Japanese colleagues. The result showed that 57% of the respondents (n=140) 
had Japanese colleagues (see Figure 6.106). According to the analysis by job 
type, 78% of Experts (n=112) and 78% of GR staffs (n=14) answered that they 
have Japanese colleague, while in the case of Senior Volunteers the 
percentage was 21% (n=14) (see Figure 6.107 and Table 6.36). As most Senior 
Volunteers‟ work focuses on people-to-people technical transfer at field-level 
and the activities are very specific and relatively small-scale, individual activities 
are standard in the aid schemes. 


























Source: Data analysis                        Source: Data analysis 
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Table 6.36 J1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 112 14 14 140
Expected 
Count
90.7 39.0 10.3 140.0
% of Total 45.9% 5.7% 5.7% 57.4%
Count 46 54 4 104
Expected 
Count
67.3 29.0 7.7 104.0
% of Total 18.9% 22.1% 1.6% 42.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0





Source: Data analysis 
6.2.7.2 J2: Teamwork of Japanese side is good (n=140: Expert=112, Senior 
Volunteer=14 and GR staff=14) 
Teamwork on the part of the Japanese would considerably affect the project 
performance. In this question, 88% of the respondents (n=123) gave positive 
responses in total (see Figure 6.108). There were not large percentage 
differences among the three job types: 88% of Experts (n=99), 86% (n=12) of 
Senior Volunteers and 86% of GR staffs (n=12) selected positive answers (see 
Figure 6.109 and Table 6.37).  


















Source: Data analysis                        Source: Data analysis 
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Table 6.37 J2 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 5 0 1 6
Expected 
Count
4.8 .6 .6 6.0
% of Total 3.6% .0% .7% 4.3%
Count 7 2 1 10
Expected 
Count
8.0 1.0 1.0 10.0
% of Total 5.0% 1.4% .7% 7.1%
Count 45 5 4 54
Expected 
Count
43.2 5.4 5.4 54.0
% of Total 32.1% 3.6% 2.9% 38.6%
Count 54 7 8 69
Expected 
Count
55.2 6.9 6.9 69.0
% of Total 38.6% 5.0% 5.7% 49.3%
Count 1 0 0 1
Expected 
Count
.8 .1 .1 1.0
% of Total .7% .0% .0% .7%
Count 112 14 14 140
Expected 
Count
112.0 14.0 14.0 140.0









                                     
Source: Data analysis 
A remarkable feature of this question is the 11% of the negative responses in 
total, it meaning that more than one-fifth of the Japanese teams, more or less, 
have people-related internal problems.  
6.2.7.3 J3: I think teamwork of Japanese side heavily affects project 
performance (n=140: Expert=112, Senior Volunteer=14 and GR staff=14) 
This question aimed at exploring the aid workers‟ perception regarding influence 
of the Japanese team on their aid activities. According to the result, “Agree” 
itself constituted the largest portion (71%, n=99) and positive answers, “Agree” 
and “Tend to agree” were selected by 92% of the respondents (n=128), 
whereas 4% of the respondents (n=6) selected the negative responses (see 
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Figure 6.110). This result explains that the majority of the aid workers recognise 
the considerable potential influence on their aid activities. By job type analysis, 
100% of GR staffs (n=14), 93% of Senior Volunteers and 90% of Experts 
(n=108) admitted influence of the Japanese team (see Figure 6.111 and Table 
6.38). 



















Source: Data analysis                        Source: Data analysis 
Table 6.38 J3 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 2 0 0 2
Expected 
Count
1.6 .2 .2 2.0
% of Total 1.4% .0% .0% 1.4%
Count 3 1 0 4
Expected 
Count
3.2 .4 .4 4.0
% of Total 2.1% .7% .0% 2.9%
Count 20 4 5 29
Expected 
Count
23.2 2.9 2.9 29.0
% of Total 14.3% 2.9% 3.6% 20.7%
Count 81 9 9 99
Expected 
Count
79.2 9.9 9.9 99.0
% of Total 57.9% 6.4% 6.4% 70.7%
Count 6 0 0 6
Expected 
Count
4.8 .6 .6 6.0
% of Total 4.3% .0% .0% 4.3%
Count 112 14 14 140
Expected 
Count
112.0 14.0 14.0 140.0









                                            
Source: Data analysis 
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6.2.7.4 J4: I feel activities of Japanese team will be more effective if I work 
alone (n=140: Expert=112, Senior Volunteer=14 and GR staff=14) 
Any human relation problem in the Japanese team would result in an ineffective 
organisation; thus, some team members might think individual work would be 
more effective than teamwork. In contrast with this assumption, the majority of 
the respondents selected negative answers: 84% of the respondents (n=117) 
denied the effectiveness of individual work, while 13% of the respondents 
(n=18) selected positive answers, which means they believe individual work is 
more effective (see Figure 6.112). In addition, the 13% of positive answers 
might imply the presence of conflict in the Japanese teams. As for the analysis 
by job type, the positive answers were selected by 14% of Senior Volunteer 
(n=2), 13% of Experts (n=15), and 7% of GR staffs (n=1) (see Figure 6.113 and 
Table 6.39).  It seems GR staffs maintain favourable human relationships with 
their Japanese team in comparison with the other job types. 
 



















Source: Data analysis                        Source: Data analysis 
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Table 6.39 J4 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 63 4 7 74
Expected 
Count
59.2 7.4 7.4 74.0
% of Total 45.0% 2.9% 5.0% 52.9%
Count 30 7 6 43
Expected 
Count
34.4 4.3 4.3 43.0
% of Total 21.4% 5.0% 4.3% 30.7%
Count 12 2 1 15
Expected 
Count
12.0 1.5 1.5 15.0
% of Total 8.6% 1.4% .7% 10.7%
Count 3 0 0 3
Expected 
Count
2.4 .3 .3 3.0
% of Total 2.1% .0% .0% 2.1%
Count 4 1 0 5
Expected 
Count
4.0 .5 .5 5.0
% of Total 2.9% .7% .0% 3.6%
Count 112 14 14 140
Expected 
Count
112.0 14.0 14.0 140.0










Source: Data analysis 
 
6.2.7.5 J5: I prefer to work with local colleagues rather than work with 
Japanese colleagues (n=140: Expert=112, Senior Volunteer=14 and GR 
staff=14) 
This question might be difficult for the respondents to answer since the nature 
of the relationship with their Japanese colleagues might be different from that of 
local colleagues. It may be the reason why nine respondents did not answer this 
question.  
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56% of the respondents (n=78) selected negative answers, which means that 
they prefer to work with the Japanese colleagues, whereas 38% of the 
respondents (n=53) provided positive answers, which means that they prefer to 
work with their local colleagues (see Figure 6.114).  
 



















Source: Data analysis                        Source: Data analysis 
 
By job type analysis, 54% of Experts (n=60) selected negative answers, 
whereas the answers were selected by 64% of Senior Volunteers (n=9) and 
64% of GR staffs (n=9) (see Figure 6.115 and Table 6.40). An interpretation of 
these results would be difficult due to the ambiguous nature of the question; 
however, it presumes that Experts tend to have more people-related issues 
within the Japanese teams. 
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Table 6.40 J5 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 17 2 5 24
Expected 
Count
19.2 2.4 2.4 24.0
% of Total 12.1% 1.4% 3.6% 17.1%
Count 43 7 4 54
Expected 
Count
43.2 5.4 5.4 54.0
% of Total 30.7% 5.0% 2.9% 38.6%
Count 34 3 4 41
Expected 
Count
32.8 4.1 4.1 41.0
% of Total 24.3% 2.1% 2.9% 29.3%
Count 10 1 1 12
Expected 
Count
9.6 1.2 1.2 12.0
% of Total 7.1% .7% .7% 8.6%
Count 8 1 0 9
Expected 
Count
7.2 .9 .9 9.0
% of Total 5.7% .7% .0% 6.4%
Count 112 14 14 140
Expected 
Count
112.0 14.0 14.0 140.0









                                          
Source: Data analysis 
6.2.8 Management-related questions 
In order to understand Japanese aid workers‟ views on management and to 
clarify the influence on the other factors, eight questions were prepared. Each 
question was labelled M1-M8. 
6.2.8.1 M1:  I have enough skill and knowledge to manage the required 
task (n=244) 
This question was posed to clarify the aid workers‟ level of self-confidence 
towards their tasks. In total, the positive answers were selected by 81% of the 
respondents (n=198) (see Figure 6.116). By job type analysis, 93% of Senior 
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Volunteers (n=63) selected positive answers, which meant that they believe 
they have enough skill, whereas the percentages in the other two job types 
were 77% (n=121) in Expert and 78% in GR staff (n=14) (see Figure 6.117 and 
Table 6.41).  


















Source: Data analysis                        Source: Data analysis 
Table 6.41 M1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 2 2 2 6
Expected 
Count
3.9 1.7 .4 6.0
% of Total .8% .8% .8% 2.5%
Count 35 2 2 39
Expected 
Count
25.3 10.9 2.9 39.0
% of Total 14.3% .8% .8% 16.0%
Count 85 35 9 129
Expected 
Count
83.5 36.0 9.5 129.0
% of Total 34.8% 14.3% 3.7% 52.9%
Count 36 28 5 69
Expected 
Count
44.7 19.2 5.1 69.0
% of Total 14.8% 11.5% 2.0% 28.3%
Count 0 1 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .0% .4% .0% .4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









                                            
Source: Data analysis 
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According to the previous questions, which aimed at relating perception and 
behaviour of the aid workers, approximately one-quarter of Senior Volunteers 
seem to have some problems in their work. Senior Volunteers appear to have 
self-confidence regarding their expertise compared with the other job types. 
6.2.8.2 M2: I am confident about managing people and working in a cross-
cultural workplace (n=244)    
The previous question asked if the aid workers had sufficient task-related skills. 
The present question, however, aims at finding if they have enough people-
related skills. Consequently, the result showed that 78% of the respondents 
(n=190) selected positive answers (see Figure 6.118) and this percentage is 
slightly lower than the positive answer percentage in the previous question (M1). 
By job type analysis, the positive percentage in Senior Volunteers was 87% 
(n=59), 78% in GR staffs (n=14) and 74% in Experts (n=117) (see Figure 6.119 
and Table 6.42).  



















Source: Data analysis                        Source: Data analysis 




Table 6.42 M2 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 5 2 1 8
Expected 
Count
5.2 2.2 .6 8.0
% of Total 2.0% .8% .4% 3.3%
Count 36 6 3 45
Expected 
Count
29.1 12.5 3.3 45.0
% of Total 14.8% 2.5% 1.2% 18.4%
Count 82 42 6 130
Expected 
Count
84.2 36.2 9.6 130.0
% of Total 33.6% 17.2% 2.5% 53.3%
Count 35 17 8 60
Expected 
Count
38.9 16.7 4.4 60.0
% of Total 14.3% 7.0% 3.3% 24.6%
Count 0 1 0 1
Expected 
Count
.6 .3 .1 1.0
% of Total .0% .4% .0% .4%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
 
According to the results of BG 12 and 13, Senior Volunteers had less overseas 
working experiences than Experts; nevertheless, Senior Volunteers selected 
more positive answers than the other two groups. This result would explain the 
high self-confidence tendency on the part of the Senior Volunteers regarding 
their people-related skills in cross-cultural workplaces.  
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6.2.8.3 M3: I have more people-related problems rather than task-related 
problems (n=244) 
The nature of a problem in a workplace is likely to change from time to time. As 
seen in the situational leadership model (Hersey and Blanchard, 1996), 
managers are required to select the best combination of people-related and 
task-related skills to deal with the different levels of development needs of the 
followers. However, at cross-cultural workplaces, it is assumed that people-
related issues are more likely to occur due to the organisation cultural 
differences and presence of a language barrier.  
According to the results, the positive responses were selected by 64% of the 
respondents (n=157), which indicates that the aid workers tend to have more 
people-related problems (see Figure 6.120).  
In the subsequent analysis by job type, GR staff showed the highest percentage 
which at 78% (n=14) compared with Experts‟ 65% (n=103) and Senior 
Volunteers‟ 59% (n=40) (see Figure 6.121 and Table 6.43). Since GR staffs 
work at grass-roots level, they would have more people-related issues in 
comparison with more the business-oriented workplaces of Experts. In contrast, 
interpretation of Senior Volunteers‟ low positive answers percentage is more 
difficult because, according to previous people-related and behaviour-related 
questions, it seems that Senior Volunteers have more people-related problems 
in their workplaces. One of the interpretations would be that they do not 
recognise their people-related problems because they tend to work more 
individually and are thus detached from their local colleagues.  
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Source: Data analysis                        Source: Data analysis 
Table 6.43 M3 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 14 12 1 27
Expected 
Count
17.5 7.5 2.0 27.0
% of Total 5.7% 4.9% .4% 11.1%
Count 40 15 3 58
Expected 
Count
37.6 16.2 4.3 58.0
% of Total 16.4% 6.1% 1.2% 23.8%
Count 74 32 6 112
Expected 
Count
72.5 31.2 8.3 112.0
% of Total 30.3% 13.1% 2.5% 45.9%
Count 29 8 8 45
Expected 
Count
29.1 12.5 3.3 45.0
% of Total 11.9% 3.3% 3.3% 18.4%
Count 1 1 0 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .4% .4% .0% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
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6.2.8.4 M4: I feel the need of cross-cultural management skill (n=244) 
Management skills in a Japanese organisation may be partly applicable to the 
aid project in developing countries; however, consideration of cultural 
differences and cross-cultural management skills would help to create a more 
effective organisation.   
According to the results, 81% of the respondents (n=192) felt the need for 
cross-cultural management skills (see Figure 6.122). Subsequently, the analysis 
by job type indicate the positive percentage as 89% in GR staff (n=16), 80% in 
Expert (n=127) and 72% in Senior Volunteer (n=49) (see Figure 6.123 and 
Table 6.44).  Along with the result of M3, GR staffs might have more people-
related issues due to the grass roots-oriented activities, thus they seek to have 
cross-cultural management skills. In contrast, Senior Volunteers showed the 
lowest positive answers percentage among the three job types. Working from 
the results in M2, their result may also be related to their high levels of self-
confidence about their work.             
















































Source: Data analysis                        Source: Data analysis 
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Table 6.44 M4 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 5 4 1 10
Expected 
Count
6.5 2.8 .7 10.0
% of Total 2.0% 1.6% .4% 4.1%
Count 25 13 1 39
Expected 
Count
25.3 10.9 2.9 39.0
% of Total 10.2% 5.3% .4% 16.0%
Count 71 30 3 104
Expected 
Count
67.3 29.0 7.7 104.0
% of Total 29.1% 12.3% 1.2% 42.6%
Count 56 19 13 88
Expected 
Count
57.0 24.5 6.5 88.0
% of Total 23.0% 7.8% 5.3% 36.1%
Count 1 2 0 3
Expected 
Count
1.9 .8 .2 3.0
% of Total .4% .8% .0% 1.2%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis         
6.2.8.5 M5: What kind of ability or knowledge do you need to improve your 
work effectiveness? (n=244) (Multiple answer question, limiting three 
answers) 
This question is aimed at finding out specific skills that the aid workers seek to 
have for their work effectiveness. In this multiple answer question, 
approximately 2.5 answers were selected by each respondent.  In total, the 
mode was “Language skill” (22%, n=133) followed by “Cross-cultural 
management skill” (18%, n=111), “Appropriate technical skill” (16%, n=99), 
“Teaching method” (14%, n=85), “Understanding local culture” (13%, n=79) and 
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“Strong authority” (5%, n=27) (see Figure 6.124). The 133 responses of 
“Language skill” represent 55% of 244 respondents. It indicates that 
approximately half of the respondents feel language barrier issues at their 
workplaces. In the international aid world, language skills of Japanese aid 
workers are relatively lower than those from Western countries (King and 
McGrath, 2004); moreover, especially in Sub-Saharan Africa, local colleagues‟ 
language abilities are usually higher than those of Japanese aid workers. Thus, 
it presumes that the situational factors influenced the aid workers‟ responses 
considerably. By job type analysis, the mode of Expert was “Cross-cultural 
management skill” (n=88, 57%) followed by “Language skill” (n=75, 47%) and 
“Appropriate technical skill” (n=67, 42%) (see Figure 6.125). The mode of 
Senior Volunteer was “Language Skill” (n=50, 74%) followed by “Teaching 
method” (n=30, 44%) and “Appropriate technical skill” (n=28, 41%), and that of 
GR staff was “Cross-cultural management skill” (n=12, 66%) followed by 
“Teaching method” (n=10, 55%) and “Language skill” (n=8, 44%). According to 
the results, the language issue is more remarkable in Senior Volunteers, hence 
it assumes that Senior Volunteers have more communication problems at their 
workplaces. On the other hand, “Cross-cultural management skill” was selected 
by 16 % of Senior Volunteers (n=11), while 56% of Experts (n=88) and 67% of 
GR staffs (n=12) chose the answer. It can be argued that management is 
underpinned by close communication between managers and subordinates and 
consequently solid language ability will be indispensable for better management 
in a cross-cultural work environment. From this viewpoint, in the case of Senior 
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Volunteers, it is evident that they might face language problems before facing 
management issues.  






































Source: Data analysis                        Source: Data analysis 
 
6.2.8.6 M6: If there is an opportunity to attend a short course of cross-
cultural management skills, I would like to attend it. (n=244) 
This question aimed at identifying the needs for cross-cultural management 
skills with a euphemistic expression. If the respondents really felt the need, they 
would select positive answers.  
59% of the respondents (n=146) gave positive answers and it means that 
approximately three-fifths of them feel the need for cross-cultural management 
skills (see Figure 6.126). By job type analysis, Senior Volunteers showed the 
lowest positive percentage of 53% (n=36) in comparison to GR staffs‟ 67% 
(n=12) and Experts‟ 62% (n=98) (see Figure 6.127 and Table 6.45).  This 
answer might be also related to Senior Volunteers‟ high self-confidence ain 
cross-cultural management. 
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Source: Data analysis                        Source: Data analysis 
Table 6.45 M6 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 19 10 2 31
Expected 
Count
20.1 8.6 2.3 31.0
% of Total 7.8% 4.1% .8% 12.7%
Count 40 20 3 63
Expected 
Count
40.8 17.6 4.6 63.0
% of Total 16.4% 8.2% 1.2% 25.8%
Count 60 18 4 82
Expected 
Count
53.1 22.9 6.0 82.0
% of Total 24.6% 7.4% 1.6% 33.6%
Count 38 18 8 64
Expected 
Count
41.4 17.8 4.7 64.0
% of Total 15.6% 7.4% 3.3% 26.2%
Count 1 2 1 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total .4% .8% .4% 1.6%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
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6.2.8.7. M7: If there is an opportunity to attend a short course of stress 
management, I would like to attend it (n=244) 
This question attempted to clarify stress level of the aid workers by using a 
euphemistic expression. The respondents would be seeking the solution if they 
were really stressed.  
The majority of the responses were negative answers (55%, n=135) (see Figure 
6.128). This result implies that 55% of the respondents think they are able to 
manage stress at their workplaces. By job type analysis, Senior Volunteers‟ 
percentage of the negative answers was relatively higher than the other two job 
groups, where the percentages were 62% (n=42) in Senior Volunteers 
compared with GR staffs‟ 56% (n=10) and Experts‟ 52% (n=83) (see Figure 
6.129 and Table 6.46). The results indicate that Senior Volunteers are less 
stressed than the other two job types. It assumes that this tendency partly 
results from their feelings of resignation at their workplaces; some of them 
would give up working with the local colleagues and achieving the goals, thus 
they are not often as stressed as Experts and GR staffs.  



















Source: Data analysis                        Source: Data analysis 
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Table 6.46 M7 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 30 12 4 46
Expected 
Count
29.8 12.8 3.4 46.0
% of Total 12.3% 4.9% 1.6% 18.9%
Count 53 30 6 89
Expected 
Count
57.6 24.8 6.6 89.0
% of Total 21.7% 12.3% 2.5% 36.5%
Count 46 17 1 64
Expected 
Count
41.4 17.8 4.7 64.0
% of Total 18.9% 7.0% .4% 26.2%
Count 29 8 6 43
Expected 
Count
27.8 12.0 3.2 43.0
% of Total 11.9% 3.3% 2.5% 17.6%
Count 0 1 1 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .0% .4% .4% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
6.2.8.8. M8: Management is practice rather than theory (n=244)  
Drucker (1961) explained that management is a practice rather than a theory. 
As previously explained, the JICA aid workers take management roles in the 
field, thus this question attempted to clarify their perceptions about 
management. The results showed that 75% of the respondents (n=184) 
selected positive answers, which supports Drucker‟s notion (see Figure 6.130). 
In the following analysis by job type, the percentage differences were found 
between the groups, hence percentages of the positive answers were 83% in 
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GR staff (n=15), 77% in Expert (n=121) and 71% in Senior Volunteer (n=48) 
(see Figure 6.131 and Table 6.47).  


















Source: Data analysis                        Source: Data analysis 
Table 6.47 M8 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 4 0 0 4
Expected 
Count
2.6 1.1 .3 4.0
% of Total 1.6% .0% .0% 1.6%
Count 33 18 3 54
Expected 
Count
35.0 15.0 4.0 54.0
% of Total 13.5% 7.4% 1.2% 22.1%
Count 75 30 8 113
Expected 
Count
73.2 31.5 8.3 113.0
% of Total 30.7% 12.3% 3.3% 46.3%
Count 46 18 7 71
Expected 
Count
46.0 19.8 5.2 71.0
% of Total 18.9% 7.4% 2.9% 29.1%
Count 0 2 0 2
Expected 
Count
1.3 .6 .1 2.0
% of Total .0% .8% .0% .8%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
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GR staffs‟ higher positive answer tendency is related to their unpredictable work 
environment at the grass-roots level activities. In comparison with governmental 
workplaces of Experts and Senior Volunteers, GR staffs‟ partner organisation 
might be relatively weak and unstable, such as local NGOs, thereby GR staff 
would be required to implement their work more flexibly. Remarkable responses 
in this question are the four responses in “Disagree” category, representing 2% 
of all the respondents. This implies that management is viewed purely as a 
theory rather than a practice.  
6.2.9 Web-based survey-related question 
6.2.9.1 W1: It was easier to answer this web-based survey compared with 
paper-based survey (n=244) 
A web-based survey is a new survey method in opposition to paper-based 
survey, thus both the advantages and disadvantages are not well identified. In 
this question, for future web-based research, the respondents were asked about 
the degree of the user-friendliness of the method.  
86% of the respondents (n=214) provided positive answers in total (see 
Figure6.132). In the analysis by job type, Experts showed the highest positive 
percentage at 91% (n=143), in comparison with GR staffs‟ 83% (n=15) and 
Senior Volunteers‟ 82% (n=12) (see Figure 6.133 and Table 6.48). Although 
Senior Volunteers‟ average age is higher than that of the other two job types, 
their positive answer rate was not remarkably lower than the other two jobs. It 
assumes that the aid worker with internet illiteracy did not participate in this 
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survey; nevertheless, this result indicates that the web-based survey method 
may be applicable to a wider age group.     
Figure 6.132 Proportion of W1                  Figure 6.133 W1 by job type 
Disagree
7











Source: Data analysis                        Source: Data analysis 
Table 6.48 W1 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 2 3 2 7
Expected 
Count
4.5 2.0 .5 7.0
% of Total .8% 1.2% .8% 2.9%
Count 13 9 1 23
Expected 
Count
14.9 6.4 1.7 23.0
% of Total 5.3% 3.7% .4% 9.4%
Count 72 24 7 103
Expected 
Count
66.7 28.7 7.6 103.0
% of Total 29.5% 9.8% 2.9% 42.2%
Count 71 32 8 111
Expected 
Count
71.9 30.9 8.2 111.0
% of Total 29.1% 13.1% 3.3% 45.5%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0









Source: Data analysis 
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6.2.9.2 W2: From a data protection viewpoint, I think a web-based survey 
is safe (n=244) 
This survey, which was conducted under anonymity, did not ask specific 
questions that can identify respondents; moreover, the survey site was 
protected by an information security system. In spite of that, according to the 
result, it seems half of the respondents did not feel secure about the data 
security. The responses were almost equally divided into 50% of positive 
answers (n=121) and 48% of negative answers (n=118) (see Figure 6.134). 
There were no salient percentage differences among the three job types; the 
positive answers were selected by 51% of Senior Volunteers (n=35), 50% of 
GR staffs (n=8) and 49% of Experts (n=77) (see Figure 6.135 and Table 6.48). 
From these results, it is imperative to provide a sense of security about the 
data-security to respondents for successful future web-based surveys. 
 



















Source: Data analysis                        Source: Data analysis 
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Table 6.48 W2 by job type 
Expert
Senior 
Volunteer GR staff Total
Count 15 7 2 24
Expected 
Count
15.5 6.7 1.8 24.0
% of Total 6.1% 2.9% .8% 9.8%
Count 64 24 6 94
Expected 
Count
60.9 26.2 6.9 94.0
% of Total 26.2% 9.8% 2.5% 38.5%
Count 63 27 8 98
Expected 
Count
63.5 27.3 7.2 98.0
% of Total 25.8% 11.1% 3.3% 40.2%
Count 14 8 1 23
Expected 
Count
14.9 6.4 1.7 23.0
% of Total 5.7% 3.3% .4% 9.4%
Count 2 2 1 5
Expected 
Count
3.2 1.4 .4 5.0
% of Total .8% .8% .4% 2.0%
Count 158 68 18 244
Expected 
Count
158.0 68.0 18.0 244.0










Source: Data analysis 
6.3 Part two: Inferential analysis 
This part consists of two levels of analysis. Firstly, causal relationships between 
perception-related, behaviour-related factors and organisational performance 
variables were analysed to test the hypothesised model. Secondly, traits of 
successful and unsuccessful aid workers were identified from the viewpoint of 
differences in perceptual, behavioural and organisational performances 
between the aid workers.  
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6.3.1 First level analysis: Influence of perception on behaviour 
and performance 
In this part, based on the methodology chapter, causal relationships between 
the aid workers‟ perceptions about their local colleagues and work environment, 
behaviour toward the local colleagues and the organisational performance will 
be tested.  
6.3.1.1 Factor analysis 
From the perception- and behaviour-related category, 15 perception-related 
questions and four behaviour-related questions were selected for factor analysis. 
Mean and standard deviation (SD) of the 19 questions, and one question 
related to performance, are shown in Table 6.49. The analysis in Table 6.50 
shows that the mean of P1, P2 and B1 were skewed to the upper end of the 
scale, which may be regarded as the “Ceiling effect”. Nevertheless, these items 
were used for the analysis since this study assumed that the answer “Agree” 
could represent the exact feelings of the respondents, hence “Strongly agree” 
was not necessary for the measurement. 
The factor analysis extracted five factors from the 15 perception-related 
questions. The cumulative percentage of variance was 67.12% and Cronbach‟s 
alpha value ranged from 0.819 to 0.552. Then two factors were extracted from 
the four behaviour-related questions whereby the cumulative percentage of 
variance was 77.19% and the alpha values were 0.794 and 0.599. However, 
being different from other psychological investigations, as this study included a 
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variety of aid workers (e.g. age group and gender), the two factors below 0.60 
were included for the analysis. 
Table 6.50 Descriptive data of questionnaire item 
Item N Mean SD 
    
Perception related question    
P1  I find my work challenging. 243 3.48 .694 
P2  I enjoy my work. 244 3.32 .733 
P3  Sometimes I am depressed about my work. (REV) 244 2.24 .940 
P4  My activities are appreciated by local colleagues. 244 3.30 .644 
P5  I like the atmosphere of my workplace. 242 3.24 .713 
P6  Work environment is well arranged by partner organisation. 242 2.64 .883 
P7  I can accept the work process/practice of partner organisation. 241 2.71 .784 
P9 I am stressed from responsibility to achieve the planned target.(REV) 243 2.38 .875 
P14 In busy period, if local colleagues are not working hard as I expected 
them to do, I get irritated. (REV) 
238 2.55 .844 
P15 When I work hard, I feel local colleagues also should work equally as 
hard.(REV) 
235 2.10 .861 
P16 Local colleagues should feel grateful for what the Japanese side done 
to them. (REV) 
237 2.44 .840 
P18 Local colleagues will enhance their abilities through working with me. 240 3.18 .636 
P19 My attitude affects the behaviour of my local colleagues. 241 2.99 .689 
P20 I believe local my colleagues implement their tasks as we planned. 239 2.93 .738 
P21 Local colleagues work hard by my encouragement. 238 3.08 .769 
    
Behaviour related question    
B1  I keep good relationship with my local colleagues. 241 3.36 .643 
B2  I keep close communication with my local colleagues. 241 3.17 .715 
B4  I have attempted some activities to promote cordial human relationships 
with local colleagues. 
239 3.16 .827 
B6 I have attempted to motivate local colleagues. 241 2.88 .802 
    
Performance related question    
PF 1 Our activities are progressing very well comparison with the plan. 244 2.85 .705 
 
*Reversed score was allocated to the question with (REV) sign such as Agree: 1 point and 
Disagree: 4 point. 
Source: Data analysis 
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The five factors from the perception related questions were named as follows: 
Understanding, Work, Environment, Expectation and Stress (see Table 6.51), 
and the two factors from behaviour-related questions were named Relatedness 
and Encouragement (see Table 6.52). 
                     Table 6.51 Factors of JICA aid workers‟ perception (1) 
 
 





   
1. Understanding  .764 
P18  Local colleagues will enhance their abilities through working with me. .855  
P21  My local colleagues work hard by my encouragement. .656  
P19  My attitude affects the behaviour of my local colleagues. .588  
P20  I believe my local colleagues implement their tasks as we planned. .579  
   
2. Work  .821 
P1   I find my work challenging. .939  
P2   I enjoy my work. .858  
P4   My activities are appreciated by local colleagues. .407  
 





P7   I can accept the process and practice of partner organisation. .835  
P6   Work environment is well prepared by partner organisation. .726  







P15 When I work hard, I feel local colleagues also should work equally 
as hard. 
.720  
P14 In a busy period, if local colleagues are not working as hard as I 
expected them to do, I get irritated. 
.658  
P16 Local colleagues should feel grateful for what the Japanese side 







P9    I am stressed from responsibility to achieve the planned target. .749  
P3    Sometimes I am depressed about my work. 
 
.517  
Source: Data analysis 





Table 6.52 Factors of JICA aid workers‟ behaviour (1) 
 










B1 I keep good relationship with my local colleagues. .832  






B4 I have attempted some activities to promote cordial human 
relationships with local colleagues.  
.698  




Source: Data analysis 
6.3.1.2 Path analysis 
These perception and behaviour-related factors and one observed variable from 
performance related questions (PF1) named Performance were used for Path 
analysis to test the causal relationship in the H3 and H4. 
The path is shown in Figure 6.136, where all the paths were significant at the 
5% level. The model fit indices were: RMSEA=0.081, GFI=0.859, AGFI=0.813 
and CFI=0.845, thus the model is concluded and described as a “mediocre fit 
model”. However, despite the model fit level, the analysis explained some 
tendencies between the variables.  





Figure 6.136: Path coefficient in hypothesised relationship 
 
Source: Data analysis 
 
6.3.2 Second level analysis: Characteristic differences between 
successful and unsuccessful aid worker 
The analysis of the causal relationship between the perception-related factors, 
behaviour-related factors and organisational performance variable was 
confirmed to some extent. Based on the understanding, by using the five 
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perception-related factors, characteristic differences of the aid workers will be 
figured out by factor analysis, cluster analysis, chi-square test, ANOVA and 
multiple comparisons test.  
During the interpretation, even though there are no statistically significant 
differences at 5% standard, if there were prominent relative differences they 
were also treated as meaningful results. This is because a statistical test is 
heavily affected by the size of the sample: if the sample size is large, even in 
the case of small differences, statistical tests tend to indicate the result as 
significant.  
6.3.2.1 Factor analysis 
For the purpose of analysis, again, 15 perception-related questions (see Table 
6.53), four behaviour-related questions (see Table 6.54) and one performance 
variable were used.  
Being different from previous factor analyses in Table 6.51 (see p. 261) and 
Table 6.52 (see p. 262), the factor score was calculated by using the regression 
method for cluster analysis. The factor score, affected by not only the question 
with strong loading above 0.4 but also the rest of questions with low loading, 
were standardised and each score‟s mean was set as zero (see Table 6.55). 
Since missing values were excluded analysis by analysis, the total number is 












Work Environment Expectation Stress 
P18 Local colleagues will enhance their 
abilities through working with me. 
.855 -.027 -.135 -.014 -.022 
P21 My Local colleagues work hard by my 
encouragement. 
.656 .019 .072 -.023 -.035 
P19 My attitude affects the behaviour of 
my local colleagues. 
.588 .128 .103 -.091 .034 
P20 I believe my local colleagues 
implement their tasks as we planned. 
.579 -.096 .320 .186 .015 
P1 I find work challenging. .053 .939 -.127 .199 -.047 
P2 I enjoy my work. -.041 .858 .046 .047 .031 
P4 My activities are appreciated by 
local colleagues. 
.129 .407 .202 -.306 .013 
P7 I can accept the process/practice of 
my partner organisation. 
-.071 -.020 .835 .015 -.028 
P6 Work environment is well arranged 
by partner organisation. 
-.005 -.084 .726 .010 .000 
P5 I like the atmosphere of my 
workplace. 
-.037 .273 .494 .010 .052 
P15 When I work hard, I feel local 
colleagues also should work equally 
as hard. (REV) 
-.053 .008 -.014 .720 -.086 
P14 In a busy period, if local colleagues 
are not working hard as I expected 
them to do, I get irritated. (REV) 
.023 .069 -.007 .658 .187 
P16 Local colleagues should feel 
grateful for what the Japanese side 
done to them. (REV) 
.001 .062 .083 .433 -.088 
P9 I am stressed from responsibility to 
achieve the planned target.(REV) 
.021 -.071 -.041 -.050 .749 
P3 Sometimes I am depressed about 
my work. (REV) 
-.050 .063 .043 .006 .517 
*Reversed score was allocated to the question with (REV) sign such as Agree: 1 point and Disagree: 4 
point. 
Source: Data analysis 
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Table 6.54 Factors of JICA aid workers‟ behaviour 
Question Factor 
  Relatedness Encouragement 
B1  I keep good relationship with local 
colleagues. 
.832 -033 
B2  I keep close communication with 
local colleagues. 
.787 .044 
B4 I have attempted some activities to 
promote cordial human 
relationships with local colleagues.  
-.022 .698 
B6  I have attempted to motivate local 
colleagues. 
.033 .607 
                                             Source: Data analysis 
Table 6.55 Factor score of extracted factors 
 N Minimum Maximum Mean SD 
Understanding 225 -3.41458 1.66686 .000000 .90887252 
Work 255 -3.73090 1.13881 .000000 .94125316 
Environment 225 -2.43472 1.86055 .000000 .90173419 
Expectation 225 -1.95678 2.68240 .000000 .85734840 
Stress 225 -1.75183 2.06911 .000000 .80093115 
Relatedness 238 -3.42364 1.14646 .000000 .89518594 
Encouragement 238 -2.76936 1.23173 .000000 .79838775 
Source: Data analysis 
6.3.2.2 Cluster analysis 
The extracted five perception-related factors were used for cluster analysis to 
group the respondents into a similar perceptual tendency cluster. As a result of 
hierarchical cluster analysis using Ward's method with the Square Euclidean 
distance, four clusters were formed: first cluster (n=92), second cluster (n=50), 
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third cluster (n=54) and fourth cluster (n=28). The mean of the clusters were 
shown by the perception-related factors, behaviour-related factors and 
organisational performance question PF1 “Our activities are progressing very 
well in comparison with the plan” (n=244, mean=2.85, SD=0.750) in Table 6.56.  
 
Table 6.56 Mean of factor score 
 Cluster 1 Cluster 2 Cluster 3 Cluster 4  
Perception-related 
factor (n=225) 
Understanding .6250269 -.2539295 -.1390995 -1.3269909 
Work .7100146 .0397440 -.3181700 -1.7788999 
Environment .7175846 .0925930 -.8573185 -.8391043 
Expectation -.2154455 .7578977 -.6268848 .5858845 
Stress .1598073 .1840745 -.4716054 .0725821 
Behaviour-related 
factor (n=222) 
Relatedness .5713787 -.3530975 -.1218125 -1.0394854 




3.13 2.86 2.60 2.36 
Source: Data analysis 
Due to the missing values, the total numbers are different between perception-
related factors/performance variable (n=225) and behaviour-related factors 
(n=222), thus the cluster distribution of the behaviour-related factors is as 
follows: first cluster (n=91), second cluster (n=49), third cluster (n=54) and 
fourth cluster (n=28). These results were plotted in Figures 6.137-6.144.  
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  Figure 6.137 Understanding score by cluster Figure 6.138 Work score by cluster  
 
              Source: Data analysis                                 Source: Data analysis 
   Figure 6.139 Environment score by cluster Figure 6.140 Expectation score by cluster          
 
                Source: Data analysis                                 Source: Data analysis 
      Figure 6.141 Stress score by cluster 
 
             Source: Data analysis 
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Figure 6.142 Relatedness score          Figure 6.143Encouragement score 
by cluster                                         by cluster 
 
                 Source: Data analysis                               Source: Data analysis 
  Figure 6.144 Performance score by cluster 
 
               Source: Data analysis                                         
As shown in the figures, the higher score tendency in clusters one and two and 
the lower score tendency in clusters three and four were recognised except in 
Expectation, Stress and Encouragement factors. As a reversed score was given 
to Expectation and Stress factors, high Stress score means low levels of stress 
whilst the high Expectation score means low levels of expectation.   
6.3.2.3 Chi-square test  
In order to test organisational performance, in terms of frequency distribution 
differences between the four clusters, the chi square test was conducted by 
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using the organisational performance variable and the clusters. As a result, a 
significant difference was confirmed among them (X2=45.484, df=9, p<0.001) 
and the result is shown in Table 6.57 with the expected count, in that there are 
clear performance differences among the clusters.  
For example, percentages of positive answers which consist of “Agree” and 
“Tend to Agree” were 89% in cluster one, 74% in cluster two, 60% in cluster 
three and 46% in cluster four.  As also shown in Figure 6.56, there may be 
performance differences among the clusters. 
 
Table 6.57 Cross tabulation of Performance variable and 4 Clusters 
 Cluster 







with the plan 
Disagree 





3.3 1.8 2.0 1.0 8.0 
Tend to 
Disagree 





21.3 11.6 12.7 6.5 52.0 
Tend to 
Agree 





54.0 29.3 32.3 16.4 132.0 
Agree 




















92.0 50.0 55.0 28.0 225.0 
 
Source: Data analysis 
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6.3.2.4 ANOVA  
Based on the results in Table 6.56, by setting the four clusters as the 
independent variable and the five perception-related factors, two behaviour-
related factors and one organisational performance variable as dependent 
variables, one-way ANOVA was conducted to figure out trait differences 
between the clusters. As a result, significant differences were confirmed in all 
the dependent variables at the 1% statistical significant levels: Understanding 
(F(3/221)(=69.064, p<0.001), Work (F(3/221)=179.165, p<0.001), Environment 
(F=(3/221)107.168, p<0.001), Expectation (F(3/221)=47.101, p<0.001), Stress 
(F(3/211)=9.506, p<0.001), Relatedness (F(3/218)=41.492, p<0.001), 
Encouragement (F(3/218)=24.836, p<0.001) and Performance (F(3/221) = 
13.681, p<0.001). Furthermore, in order to clarify exactly which “mean” is 
significantly different from the others, multiple comparison tests using Tukey or 
Games-Howell post-hoc test were conducted after Levene‟s test for the 
homogeneity of variance. As a result, the Games-Howell post-hoc test, which 
does not rely on homogeneity of variance (p<0.05), was applied to 
Understanding, Work and Relatedness factors and the performance variable, 
whilst the Tukey HSD post-hoc test, which relies on homogeneity of variance 
(p>0.05), was used for Environment, Expectation, Stress and Encouragement 








Table 6.58 Multiple comparisons by Games-Howell post-hoc test 
Dependent  
variable 
Cluster (I) Cluster (J) SE Sig. 
Understanding 1 2 0.09932059 0.000*** 
  3 0.11785406 0.000*** 
  4 0.15360491 0.000*** 
 2 4 0.14936033 0.000*** 
 3 4 0.16227603 0.000*** 
Work 1 2 0.08546324 0.000*** 
  3 0.07559080 0.000*** 
  4 0.15952330 0.000*** 
 2 3 0.09813513 0.000*** 
  4 0.17135991 0.000*** 
 3 4 0.16665600 0.002** 
Relatedness 1 2 0.10997787 0.000*** 
  3 0.12743056 0.000*** 
  4 0.20766298 0.000*** 
 2 4 0.21582698 0.015* 
 3 4 0.22522145 0.001** 
Performance 1 3 0.110 0.000*** 
  4 0.175 0.001** 
  (2) (0.105) (0.055) 
 2 4 0.185 0.046 * 
  (3) (0.126) (0.171) 
 (3) (4) (0.188) (0.575) 
     
Note: * p< 0.05, ** p< 0.01, ***p< 0.001 
Source: Data analysis 
 




Table 6.59 Multiple comparisons by Tukey post-hoc test 
Dependent  
variable 
Cluster (I) Cluster (J) SE Sig. 
Environment 1 2 0.10180440 0.000*** 
  3 0.09876083 0.000*** 
  4 0.12506017 0.000*** 
 2 3 0.11322168 0.000*** 
  4 0.13676803 0.000*** 
Expectation 1 2 0.11844310 0.000*** 
  3 0.11490209 0.002** 
  4 0.14549974 0.000*** 
 2 3 0.13172640 0.000*** 
 3 4 0.15650319 0.000*** 
Stress 1 3 0.12934523 0.000*** 
 2 3 0.14828435 0.000*** 
 3 4 0.17617557 0.012* 
Encouragement 1 2 0.12600818 0.000*** 
  4 0.15479295 0.000*** 
 2 3 0.14013989 0.009** 
  4 0.16928433 0.033* 
 3 4 0.16649920 0.000*** 
     
Note: * p< 0.05, ** p< 0.01, ***p< 0.001 
 
Source: Data analysis 
Regarding the performance variables, significant differences were not confirmed 
between clusters one and two, between clusters two and three, or between 
clusters three and four. This would be due to small sample size and four-point 
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likert scale. Although there are no statistically significant differences between 
them, for convenience, relative difference was used for the interpretation. 
Hence, as a result of the tests, the following magnitude relations were verified: 
 
1. Understanding (n=225): cluster 1>clusters 2 and 3>cluster four 
2. Work (n=225): cluster 1>cluster 2>cluster 3>cluster 4 
3. Environment (n=225): cluster 1>cluster 2>clusters 3 and 4 
4. Expectation (n=225): clusters 2 and 4>cluster 1>cluster 3 
5. Stress (n=225): clusters 1, 2 and 4>cluster 3 
6. Relatedness (n=222): cluster 1>clusters 2 and 3 >cluster 4 
7. Encouragement (n=222): clusters 1 and 3>cluster 2>cluster 4 
8. Performance (n=225): cluster 1>cluster2>cluster3>cluster 4 
 
Based on the characteristic differences between each cluster on Figures 6.137-
6.144, the first cluster was named Successful (highest performance), the 
second cluster was named Relaxed (medium performance), the third cluster 
was named Frustrated (Low performance) and the fourth cluster was named 
Detached (Lowest performance) (see Table 6.60).  
In addition, to aid understanding of the data comparison, the labels of “High”, 
“Middle”, “Low” and “Very low” were given to the values. However, it needs to 
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be emphasised that the labels do not precisely represent the content, for 
example the mean organisational performance variable in Frustrated cluster 
was 2.6 and this value is more than the average of the four-point likert scale 
(2.5), although, in spite of this, the value was labelled as „Low‟ from a relative 
difference viewpoint.  





Pygmalion effect Golem effect 
Theory Y                                                         Theory X 




Understanding High Middle Middle Low 
Work High Middle Low Very low 
Environment High Middle Low Low 
Expectation (REV) Middle High Low High 




Relatedness High Middle Middle Low 
Encouragement High Middle High Low 
Observed 
variable 
Performance* High Middle Low Very Low 
Note: * Relative value. Reversed score was allocated to the factor with (REV). 
Source: Data analysis 
Moreover, based on the relationship between perceptual/behavioural tendency 
and organisational performance differences, the Pygmalion effect and Golem 
effect viewpoint, together with Theory X and Y viewpoints, were added to Table 
6.58. Hence, as the Successful and Relaxed clusters are associated with 
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positive perceptual and behavioural tendency and higher organisational 
performance, these would be influenced by Pygmalion effect and Theory Y 
oriented managerial assumption. Meanwhile, the Frustrated and Detached 
clusters overall gained lower perceptual, behavioural and organisational 
performance scores. Therefore, these clusters would be affected by the Golem 
effect and Theory X oriented managerial assumptions. Regarding the 
exceptional scores in Expectation, Stress and Encouragement factors, prudent 
interpretation will be given in the next discussion part. 
6.4 Chapter summary 
As a result of the descriptive and inferential analyses, a number of findings are 
obtained. In the descriptive analysis part, the basic feature of the response rate, 
perceptual and behavioural tendency, organisational performance and 
attribution, hygiene factor of the local colleagues, situation of Japanese team, 
understanding of management skill and web-based surveys were clarified. In 
the inferential analysis part, two level analyses were conducted. In the first level 
analysis, factor analysis and path analysis party shows a positive causal 
relationship between perception-related factors, behaviour-related factors and 
the performance variable. Subsequently, in the second level analysis, cluster 
analysis clarified the respondents into four clusters; moreover, perceptual, 
behavioural and performance differences among the clusters were statistically 
identified. Based on the findings, detailed discussion will be conducted in the 
next chapter. 
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Chapter 7 Major findings and discussion 
 
7.1 Introduction 
In this chapter, findings obtained in the previous chapter will be discussed and 
summarised There are eight discussions based on the outputs from the 
descriptive analyses and two discussions based on the results of inferential 
analyses. Moreover, the eight hypotheses, which were generated in Chapter 
Three, were tested in order to establish the validity.  
Each finding was interpreted by using inductive reasoning based on the findings 
from the related studies, the author‟s own personal experience at JICA as an 
aid worker, comments made in the questionnaires and information received 
from some respondents by e-mail. Finally, all the findings are integrated and 
conceptual models will be made for practical application of the findings in the 
field. 
7.2 Respondents’ attitude towards web-based survey 
Before discussion of the findings, it is required to consider if these responses 
represent JICA aid workers for accurate analysis. Considering the survey 
process, the responses need to be treated as partial samples since the 
following three situational factors might have affected the sampling.  
First, regarding the low response rate of the GR staff (see Table 6.1. p. 150), it 
would be related to the unique management style. Their activities are funded by 
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JICA but they work almost independently, thus there might be information 
sharing problems between the JICA overseas offices and the GR staffs. In 
addition, a number of the staffs use the shuttle type project management style, 
which implements the project by periodical short visits from Japan for saving the 
project budget; hence there were some possibilities that a considerable number 
of GR staffs were not in the project sites during the survey period.  
Second, since participation in this survey was on a voluntary basis, undoubtedly 
the response rate could have been affected by the overseas offices and the aid 
workers‟ decision of whether to cooperate or not. Thus, a large number of the 
aid workers might have not been aware of this survey. Indeed, no responses 
were obtained from 26 out of the 92 JICA offices. In other cases, four JICA 
offices out of the 92 offices answered that there are no relevant aid workers in 
the countries; the three offices forwarded the information to the aid workers, 
however responses were not obtained; one office explained their lack of 
participation was due to Internet censorship by the partner country‟s 
government. 
Third, a typical web based sampling issue is that Internet literacy and the 
environment would considerably affect the response rate (Ray and Tabor, 2003; 
Gray, 2009), whereby only the aid workers who satisfied the two conditions 
were able to answer the questionnaire. The literacy issue is more evident in the 
case of the Senior Volunteer group; the response rate (13.1%) was 
considerably lower than the rate of Expert (19.9%). Regarding the respondent‟s 
age group, the mode of Expert was 40s, while the mode of Senior Volunteer 
was 60s, representing 47% of the whole Senior Volunteers group (see Figure 
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6.7, p. 154 and Table 6.3, p. 154). From this result, it is possible that 
considerable numbers of respondents were not able to answer the question due 
to the Internet environment and literacy. In addition, there was another 
possibility that the e-mail might have been overlooked during the e-mail 
communication. This is presumed by the response tendency that the number of 
responses drastically decreases within a couple of days after sending the 
notification mail (see Figure 6.1, p. 150).  
Considering the above situations, it would be difficult to interpret the responses 
as representative sampling; however, at least, it needs to be emphasised that 
these research results would explain some aspects of the JICA aid workers‟ 
perceptions and behaviours in the field.  
7.3 Respondents’ background 
A representative feature of the respondent will be Expert, male, 40s, post-
graduate degree with more than five years work experience in developing 
countries. In the background-related question, 65% of the respondents 
belonged to the Expert category, thus the research output will be heavily 
influenced by their answers. As for the gender and age group, 75% of the 
respondents were male whose age groups were almost equally distributed 
between 30s and 50s, while the female aid workers‟ age groups were skewed to 
younger age groups and the mode was 30s. As for their posted country, nearly 
half worked in the Asian region and one-fifth of them worked in the Sub-
Saharan region. Concerning their educational background, a high education 
trend was confirmed: nearly half had a post-graduate level degree. Regarding 
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overseas work experience, approximately half of the respondents had JICA 
related previous work experience (over five years work experience in 
developing countries); thus, it is presumed that they would have gained some 
degree of cross-cultural competence. Finally, as for language in the workplace, 
70% of the respondents answered that English is the main language for 
communication. 
7.4 Respondents’ perceptual tendency towards local 
colleagues (H1 and H2) 
In perception-related questions, the majority of the respondents showed a 
positive perceptual tendency towards their local colleagues and work 
environment. The rate of positive answers was approximately three quarters; 
nevertheless, Senior Volunteers showed less positive perceptual tendency than 
other job types.  The reason for this is partly related with their relatively high age, 
short overseas work experience, low language skills and mind-set strongly 
influenced by the Japanese organisation culture.       
Regarding depression and stress in the workplaces, more than one half of the 
respondents answered that they tend to feel stressed or depressed; similarly, 
the results of the Senior Volunteers showed less stress and depression levels. 
Considering the other perceptual tendencies of Senior Volunteers, their less 
positive perceptual tendencies and less stress/depression tendencies should be 
interpreted as being due to resignation feeling rather than high cross-cultural 
competence. Regarding causes of underdevelopment at the posted country, 
more than three-fifths of the respondents attributed them to internal 
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environment factors, such as “Government/Leaders” and “National character”. 
As for expectations towards their local colleagues, almost half of the 
respondents answered that they tend to be irritated with the non-cooperative 
attitude of their local colleagues during busy periods; moreover, 70% of them 
expected their local colleagues to cooperate in busy periods. In contrast, Senior 
Volunteers tended to be less irritated about the non-cooperative behaviour of 
local colleagues and demonstrated lower expectations of their cooperation. 
Similarly, this perceptual tendency is thought to be due to resignation feelings.  
Regarding relationship with their local colleagues, more than four-fifths of them 
maintained an adult-adult relationship with their local colleagues; however, it is 
expected that there are two different notions behind their perception. One is 
resulting from resignation feeling and the other is connected with high cross-
cultural competence. 
Based on past perception-related studies, this study assumed that the 
respondents show negative perceptual tendencies in this survey. Consequently, 
in order to check the tendency, two hypotheses were established as follows: 
H1: Japanese aid workers tend to have a negative perception of the local 
staff. 
H2: Japanese aid workers tend to have a negative perception of the work 
environment. 
As explained in the perception-related question part, however, in spite of the 
Senior Volunteers‟ relatively low positive perceptual tendency, the aid workers 
did not show a clear negative perceptual tendency towards their local 
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colleagues and work environment. Thus, this study concludes that H1 and H2 
were rejected.  
7.5 Respondents’ behaviour toward local colleagues 
In terms of the behaviour-related question, it seems the majority of the 
respondents have positive behaviour towards their local colleagues. For 
example, more than 90% of the respondents answered that they keep good 
relationships with their local colleagues. However, the job type analysis 
indicated the presence of people-related issues at one quarter of Senior 
Volunteers‟ workplaces. In spite of this, concerning the aid workers‟ reproach 
behaviour to the local colleagues, there are less reproach tendencies in the 
Senior Volunteers‟ group compared with that in the other two groups; therefore 
it can be assumed from the other results that this lower tendency on their part 
was also due to their detached work attitude. In short, there would be both 
positive and negative notions behind superficially positive behaviour. Finally, as 
for adopting encouraging behaviour towards the local colleagues, three-fourths 
of the respondents said they attempted to encourage their local colleagues by 
mainly using motivators. Remarkably, nearly 90% of the respondents felt that 
their motivational attempts worked. 
7.6 Organisational performance: Success or failure 
In the performance-related question, three-quarters of the respondents 
answered that their activities are progressing well, thus it can be safely said that 
the majority of JICA aid work is successfully conducted. Despite that, the Senior 
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Volunteer group showed less successful tendencies in the question‟s answers. 
Regarding attribution of success and failure to their activities, a self-serving 
tendency was more or less confirmed in the unsuccessful respondent group; 
meanwhile, a more altruistic perceptual tendency was ascertained in the 
successful respondent group. It is assumed that the reason for the self-serving 
tendency in the unsuccessful group is to avoid blaming oneself and to maintain 
positive mental health (Berne, 1968). In spite of the results, it needs to be 
emphasised that the partner country side also might be responsible for the 
unsuccessful activities to some extent.   
 7.7 Local colleagues and hygiene factors 
According to the result of the hygiene factor-related question, it seems that 
nearly two-fifths of the local colleagues did not get enough salary to live on. This 
tendency was prominent among the Expert group. As the Expert group tends to 
have a positive perceptual, behavioural and organisational performance 
tendency, it is expected that there are a number of local colleagues who are 
cooperative to the aid activities without sufficient salary. From the result, this 
research concluded that motivators such as positive perception/behaviour 
towards the local staffs could be more influential than the hygiene factor 
represented by sufficient salary. 
7.8 Japanese aid workers and teamwork 
Approximately three-fifths of the respondents answered that they have 
Japanese colleagues in the project. According to their answers, there are some 
kinds of conflict in more than one-tenth of the Japanese teams. Although more 
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than 90% of them think the teamwork heavily affected the project performance, 
13% of them think individual work is more effective than teamwork.  
This research concluded that the reason for the conflict is partly related to the 
task culture of the aid project. As this organisation culture is heavily influenced 
by aid workers‟ expertise, the work environment would give considerable stress 
on seniority system oriented aid workers and cause conflict in the project.  
7.9 Required management skills for improvement 
In the management-related question, four-fifths of the respondents felt that they 
have enough skills and knowledge to implement their works; however, three-
fifths of them answered that they want to attend a cross-cultural management 
course. In this question, approximately one-quarter of Experts answered that 
they do not have enough management skills; meanwhile, in the case of Senior 
Volunteers, the rate was only 6%. The questions in this category showed Senior 
Volunteers also displayed relatively high levels of self-confidence in spite of 
their short overseas experiences and negative perceptual and behavioural 
tendencies.  In addition, regarding the nature of problems in the workplace, 
more than three-fifths of the respondents answered that the problem is more 
people-related; however, by joy type analysis, the Senior Volunteer group 
showed lower percentage in the question. Concerning this tendency, it 
concluded that it is caused by their detached work style.   
7.10 Impression of web-based survey 
In relation to the web-based survey-related question, nearly nine-tenths of the 
respondents mentioned that the web-based survey was easy to answer in 
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comparison with paper-based one; however, as explained in “7.2 Respondents 
attitude towards web-based survey” (see p. 272), it needs to be emphasised 
that these answers were obtained from respondents with Internet literacy. 
Hence, careful consideration will be required for web-based surveys, especially 
when older age groups are involved.  
Moreover, concerning the data security issues, nearly one-half of the 
respondents felt that the data would not be secure. For successful future web-
based surveys, it is important for researchers to overcome the security issues 
and provide confidence in their prospective respondents.  
7.11 Causal relationship between perception, behaviour and 
organisational performance (H3 and H4) 
In the first level of analysis in inferential analysis part, two hypotheses were 
allocated as follows; 
H3: Japanese aid workers‟ positive perception of the local staff causes 
Japanese aid worker‟s positive behaviour towards the local staff 
H4: Japanese aid workers‟ positive behaviour toward local staff 
contributes to the enhancement of organisational performance. 
Being different from the hypotheses, some negative paths and no path between 
some factors appeared on the Path diagram in Figure 6.136 (see p. 263).  
Concerning H3, due to the negative path from Environment and Stress factors, 
it can be concluded that the hypothesis was partly supported. In Figure 6.136, 
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the standardised path coefficient, which ranges from -1 to +1 and explains the 
direct effect of the independent variable on a dependent variable, was 
described by a single headed arrow. The result shows that there is a positive 
large effect path from Understanding to Relatedness factor (path coefficient= 
0.55) and also that there exists a positive medium effect path from Work to 
Relatedness (path coefficient= 0.37). These paths support the validity of H3. On 
the other hand, paths from the perception-related factors to behaviour-related 
factor Encouragement showed ambiguous results. The Encouragement 
received two positive medium effect paths: one from Understanding (Path 
coefficient= 0.47) and the other from Work (Path coefficient= 0.38), but also two 
negative medium effect paths: one from Environment (Path coefficient= -0.27), 
another from Stress (Path coefficient= -0.39). These negative paths contradict 
H3. 
Regarding H4, Performance received positive medium effect path only from 
Relatedness (Path coefficient= 0.33); however, there was no path from 
Encouragement to Performance. Therefore, it can be concluded that H4 was 
only partly supported. 
As for path analysis, each path was interpreted accordingly in Table 7.1. It 
seems Understanding and Work provide large positive influences on the two 
behavioural factors, whilst Environment and Stress only negatively work on 
Encouragement. Regarding Expectation, there is no path to the behaviour-
related factors but there are three identified correlations. Correlation between 
two factors is indicated by a double-headed arrow.  
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From the relationships between Understanding, Work, Relatedness and 
Performance, it can be concluded that a positive understanding of local 
colleagues and a positive perception about work results in a close human 
relationship between the aid workers and local colleagues and, moreover, the 
close relationships between the actors contribute to enhanced organisational 
performance. 
 
Table 7.1 Interpretation from path diagram 
Cause Effect Interpretation 
   
Understanding Relatedness JICA aid workers who have positive understanding 
toward their local colleagues tend to keep close 
relationship with local colleagues. 
Work Relatedness JICA aid workers who enjoy work tend to keep close 
relationship with local colleagues. 
Understanding Encouragement JICA aid workers who have positive understanding 
of their local colleagues tend to encourage their 
local colleagues. 
Work Encouragement JICA aid workers who have high work satisfaction 
tend to encourage their local colleagues. 
Environment Encouragement JICA aid workers who are unsatisfied about their 
work environment tend to encourage their local 
colleagues. 
Stress Encouragement JICA aid workers who are stressed about work tend 
to encourage their local staff. 
Relatedness Performance JICA aid workers who keep a close relationship with 
their local colleagues tend to have high 
organisational performance. 
 
Source: Data analysis 
Chapter 7 Major findings and discussion 
288 
 
On the other hand, interpretations of Expectation, Encouragement and Stress 
are complicated. Expectation has a positive small effect correlation with 
Environment and Stress but shows a negative small effect correlation with 
Understanding. From the identified correlations, although correlation cannot 
explain a causal relationship, the following interpretations about JICA aid 
workers are discernable:  
a. Those who are not stressed regarding their work tend not to have high 
levels of expectation about their local colleagues. 
b. Those who are satisfied with their work environment tend not to have 
high levels of expectation about their local colleagues.  
c. Those who have a positive understanding of their local colleagues tend to 
have high levels of expectation about their local colleagues. 
In other words, Expectation is related to both positive and negative perceptions 
of JICA aid workers whereby this mixed perceptual tendency could be the 
reason for the presence of no path to the behaviour factors.  
Concerning perception-related question P14 “In a busy period, if local 
colleagues are not working as hard as I expected them to do, I get irritated.” and 
P15 “When I work hard, I feel local colleagues also should work equally as 
hard.”, in Expectation factor, these questions were designed to clarify how the 
aid workers with a Japanese organisational culture mindset worked in 
developing countries, as cooperation and teamwork are important components 
in Japanese organisations (Ouchi, 1981; Johnson, 1990). According to the 
result of P15, it can be safely assumed that a majority of Japanese aid workers, 
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69% of the respondents (n=169) selected either “Agree” or “Tend to agree”, 
brought the teamwork spirit to their workplace and expected local colleagues to 
work hard and as a team. This type of perception might not be categorised as 
negative, but the expectation resulting from Japanese organisation culture could 
raise the stress level if the local colleagues did not work as hard as they were 
expected to. Moreover, although this study did not deal with the perception of 
local staff, the introduction of a Japanese organisational culture might create 
considerable stress for the local colleagues as well (Shadur et al., 1995; Adler 
and Gundersen, 2007).  
The notion of Encouragement was also influenced by both positive and negative 
perceptual factors. Based on the result, it is assumed that there might be two 
kinds of encouragement. One would be Motivating type of encouragement that 
originates from positive perception and the other would be Urging type of 
encouragement that derives from stress and frustration. Hence, it could appear 
that the aid workers encouraged their local colleagues by both means. Although 
a number of studies explain that motivational behaviour succeeds in enhancing 
staff‟s performance (e.g. Rudolph and Kleiner, 1989; Analoui, 1995; Halepota, 
2005), the results of the present study imply that the motivational behaviour 
which is caused by stress or frustration does not contribute to increase 
organisational performance. Due to this combined influence, there may be no 
positive path present from Encouragement to the Performance variable. 
Finally, the main reason for the presence of a positive medium effect path from 
Relatedness to Performance is the project situation itself in developing 
countries. An uncontrollable external environment such as unstable revenue of 
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the partner country often affects the performance of projects, whereby even if 
the project teams have a strong tendency towards teamwork, sometimes the 
external environment cannot be totally overcome.  
These results adequately explain how the perception and expectations of the 
Japanese aid workers largely influence their behaviour towards the local staff 
and the performance of the organisation as a whole. Hence, motivated aid 
workers with positive perceptions will be one of the critical factors for the 
effective management of development projects and programmes (Analoui, 
1998b), such that more attention needs to be paid to the psychological aspects 
of the aid workers. 
7.12 Successful and unsuccessful aid workers and their trait 
differences (H5-H8) 
In the previous part, the causal relationship between the perception, behaviour 
and organisational performance was confirmed. In addition, the existence of 
both positive and negative notions behind superficially positive perceptions and 
behavioural tendencies was implied. Subsequently, in the second level of the 
inferential analysis part, four hypotheses were allocated in order to clarify trait 
differences of the aid workers as follows: 
H5: Successful aid workers have positive perceptions/expectations about 
their work and local colleagues. 
H6: Successful aid workers adopt motivating behaviour towards their local 
colleagues. 
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H7: Unsuccessful aid workers have negative perceptions/expectations of 
their work and local colleagues. 
H8: Unsuccessful aid workers have uninterested behaviour towards their 
local colleagues.   
The hypothesis tests are expected to clarify trait difference of the aid workers; 
moreover, it would provide detailed understanding about the two notions behind 
the superficial positive perceptions and behaviours.  
The results on Table 6.60 (see p. 270) showed a positive and negative 
relationship between Japanese aid worker‟s perception, behaviour and 
organisational performance. Hence, the successful clusters tend to show 
positive perceptual and behavioural tendencies and higher performance; 
whereas the unsuccessful clusters are apt to have negative perceptual and 
behavioural tendencies and lower organisational performance. However, being 
similar to the result of the path analysis, there were some exceptional cases in 
Expectation, Stress and Encouragement factors. 
Regarding the interpretation of the Expectation factor, firstly, as shown in the 
Successful cluster, the aid workers‟ adequate level of expectation about 
cooperative work towards local colleagues will be required for effective 
teambuilding, whereby the performance score may be highest among the 
clusters. Secondly, both the Relaxed and Detached cluster showed high 
Expectation scores (=low expectation level) as the respondents indicated that 
they are not irritated and/or do not care very much about their local staff‟s low 
participation. (Those scores need to be interpreted inversely as reversed score 
Chapter 7 Major findings and discussion 
292 
 
was given to the factor.) Considering the trait differences of the Relaxed and 
Detached cluster, it can be interpreted that the high Expectation score (= low 
expectation level) might be related not only to the acceptability of the cross-
cultural work environment but also resigned feelings resulting from low cross-
cultural competence. For example, in the case of the aid workers in the Relaxed 
cluster, then to use Park and Harrison‟s (1993, pp. 23-24) OKness description, 
the situation will be “Your organisation culture is OK and my organisation 
culture is OK”. Meanwhile, the situation of aid workers in the Detached cluster 
may be depicted as “Your culture is not OK but my culture is OK”. Being 
different with the aid workers in the Relaxed cluster, as seen in the lowest 
behaviour related factor scores, the aid workers in the Detached cluster would 
give up to cope with local colleagues and the local organisation culture. 
Therefore they do not care about their local colleagues‟ lower level of 
participation in their activities and their result shows high Expectation score (= 
low expectation level). In this sense, the perception with the high expectation 
score should be categorised as „resigned‟ and dealt with as a negative 
perception. As for the low Expectation score (=high expectation level) in the 
Frustrated cluster, it could be interpreted literally that the aid workers strongly 
expect their local colleagues to work hard. This sense of expectation could be 
interpreted as „stress‟ because aid works in the Frustrated cluster are apt to 
have negative perceptual tendencies and low organisational performance.   
Regarding the interpretation of the Stress factor score, it will be similar with the 
translation of the Expectation factor, whereas the aid workers in the Detached 
cluster do not excessively care about their work; thus, they would answer that 
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they were not so depressed and stressed about their work. This perception 
would also be interpreted negatively as the perception is underpinned by feeling 
resigned and a feeling of disregard. In addition, being different from a private 
sector organisation, then in the official aid world, it is often observed that the 
cause of the failure has been attributed to local colleagues in the developing 
countries due to the unequal power relationship between donor and recipient 
(Chambers, 1983; Eyben, 2006). There may be some possibilities that the aid 
workers in the Detached cluster lower their stress levels by attributing their 
failure to the local colleagues. 
Concerning the Encouragement factor, the Frustrated cluster showed a higher 
score, which means that aid workers in this cluster encourage their local 
colleagues more often than those in the other clusters. However, the aid 
workers in the Frustrated cluster tend to have negative perceptions about their 
work environment and local colleagues; thus, their encouraging behaviour to the 
local colleagues would be thought of as being caused by interpersonal stress at 
work. In most cases, encouraging behaviour is related to positive perceptions 
but also feeling frustrated in some cases. For example, in this analysis, aid 
workers in the Successful cluster tend to encourage their local colleagues with 
their positive motivational feelings, whereas aid workers in the Frustrated 
cluster may have been considerably stressed about the work environment but 
they encourage their local staff to work hard from a sense of responsibility to 
achieve the project goal. In this sense, the encouragement behaviour in the 
Frustrated cluster can be categorised as „hustling‟ rather than „encouraging‟.  
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Consequently, considering these interpretations, it can be concluded that the 
hypotheses, H5, H6, H7 and H8, stated in this study were supported; successful 
aid workers tend to have positive perceptions about their work/local colleagues 
and behave positively towards them, whereas unsuccessful aid workers tend to 
hold negative perceptions about their work environment and behave 
inappropriately towards local counterparts.   
In addition, regarding H3 and H4, this study initially concluded the positive 
causal relationship as “partly supported” due to the both negative and no paths 
between the factors and variable. Nevertheless, if the negative notions hiding 
behind the superficially positive answers of Expectation, Stress and 
Encouragement factors are considered, it can be construed that these 
hypotheses are fully supported.  
This analysis part categorised Japanese aid workers into four groups: 
Successful, Relaxed, Frustrated and Detached, based on perceptual tendency 
differences. Successful aid workers tend to have positive perceptions about 
work and positive behaviour to local colleagues. Relaxed aid workers showed a 
medium level of perception and behaviour score but their stress level was low. 
Aid workers in these two clusters have higher organisational performance. On 
the other hand, Frustrated aid workers showed a negative perception tendency 
but high level of encouraging behaviour was confirmed. This behaviour, 
however, did not contribute to enhancing the organisational performance. 
Compared with the organisational performance of aid workers in the Relaxed 
cluster, it is assumed that a relaxed work attitude is more effective than a gung-
ho type work attitude. Finally, the Detached aid workers showed the lowest 
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scores in most variables except in Expectation and Stress factors, however 
these were negatively interpreted as a resigned feeling resulting from low cross-
cultural competence rather than acceptability of cross-cultural work environment.  
In this study, local staff performance was not measured due to research 
limitations, however these perceptual and behavioural traits in four clusters can 
support the existence of Pygmalion effect and Golem effect in development 
project settings; furthermore, they also prove the effectiveness of Theory Y 
approach. Although people-related managerial skills has been neglected in the 
management field (Analoui, 1993b), for successful aid activities, the people-
related management skills should be considered more (Analoui, 1998b). In 
addition, since positive perceptions would be underpinned by high cross-cultural 
competence and healthy minds, stress management skills are also required to 
maintain a positive perception. As the most practical way for these issues, 
cross-cultural management and stress management training should be provided 
to aid workers in order to remove unnecessary misunderstanding and tension 
between the actors involved.  
7.13 Emergence of model 
Finally, based on the findings, the hypothesised perception-behaviour-
performance model (see Figure 3.2, p. 113) was further modified and developed 
(See Figure 7.1). 
When aid workers start working in developing countries, they will perceive the 
local culture either positively or negatively. This study assumes that first 
impressions (perceptions) in the initial stage strongly affect following the attitude 
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and behaviour. As for having positive perceptions, the aid workers are not 
required to favour the local culture but need to acknowledge and understand 
why the local people are behaving in a certain way (Hofstede, 2003). In the 
case that aid workers have negative perceptions, it will be divided into either 
“Dislike local culture” group or “Disregarding local culture” group in the attitude 
stage. The latter group is more serious case than the former group as the 
disregarding group attempts to cope with the local culture by adopting a 
disregarding manner. 
 
Figure 7.1Pygmalion/Golem effect model under cross-cultural setting 
 
 
Source: Compiled by author  
 




In the next stage, these three different attitude groups shift to four different 
action groups which are Empowering, Consulting, Urging and Aloof. These 
attitudes were named based on the characteristics of the four clusters. First, 
Empowering attitude represents Successful cluster‟s characteristic as they are 
proactive and focus more on team and capacity development. Second, 
Consulting attitude represents Relaxed cluster‟s characteristic as the aid 
workers tend to have a passive attitude with positive perception. Third, Urging 
attitude represents the Frustrated cluster‟s characteristics, hence their proactive 
hustling behaviour with the intention to make their local colleagues work hard. 
Fourth, Aloof attitude represents Detached cluster due to their isolated work 
practices with negative perceptions.  
The Empowering and Consulting behaviours tend to invoke Reciprocal 
behaviour of the local colleagues and to contribute to achieve high 
organisational performance. Meanwhile, the Urging and Aloof behaviours tend 
to generate minimal behaviour on the part of the local colleagues and their aid 
workers are apt to end up with low performances.  In fact, there are 
organisational performance differences between the four clusters as 
Successful > Relaxed > Frustrated > Detached; however, in order to create an 
easy-to-understand model, Successful and Relaxed clusters were treated as 
high performance groups, while Frustrated and Detached clusters were treated 
as low performance groups. 
Subsequently, as shown by the dotted reverse arrows, those either positive or 
negative results affect the aid workers frame of reference.   
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Currently, these people-related aspects in management have not drawn much 
attention in an international aid work context; however, the results would create 
the opportunity to introduce the new approach in the management practice. In 
other words, applying the virtuous cycle in Figure 7.1 would help to create an 
effective organisation.  
As seen in the Figure, there are two important gateways that decide the 
organisational performance. One gateway is whether the aid workers have a 
positive perception toward the local culture and colleagues. Then, the other is if 
they behave proactively in the organisation. These gateways will allocate the 
aid workers into the four types of aid workers. From a managerial viewpoint, 
controlling the two gateways is the key for successful aid work under the cross-
cultural work environment.  
The first gateway is the perception stage. If aid workers can accept the local 
culture, they tend to cope with the local colleagues and have high organisational 
performance. The acceptance, which creates positive perception and behaviour 
toward the local staffs, is underpinned by cross-cultural competence.  
Meanwhile, if they dislike or disregard the local culture, they are apt to have 
problems with their local colleagues and have lower organisational performance.  
It is expected that the negative reactions such as dislike or disregard are 
caused by low cross-cultural competence.  
As Hosftede‟s onion diagram (see Figure 2.23, p.92) explains, aid workers with 
low cross-cultural competence find it hard to understand the local colleagues‟ 
value behind their practices; however, aid workers with high cross-cultural 
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competence enable themselves to accept the local culture and interact with 
local people more effectively. This tendency is clearly seen in the Environment 
factor score (see Figure 6.139, p. 268; Table 6.59, p.273). In the figure, high 
performance aid workers in the Successful and Relaxed clusters shows strong 
cross-cultural competence tendencies at the workplaces; whereas low 
performance aid workers in the Frustrated and Detached clusters indicated 
negative impressions towards the work environment and work practices.  
The second gateway will be the action stage. If aid workers behave proactively 
towards the local colleagues for their cooperative work, they tend to have better 
organisational performance than aid workers with a passive work attitude. 
Nevertheless, as seen in the organisational performance difference between the 
Relaxed and Frustrated clusters (see Figure 6.144, p. 269; Table 6.58. p.272), it 
needs to be emphasised that having a positive perception is more significant 
than being proactive. It is expected that this is because proactive behaviour 
resulting from negative perception causes Urging type behaviour; hence, the 
behaviour will not contribute to enhancing the organisational performance.  
From this viewpoint, the four action groups were summarised in two-by-two 
matrix with vertical scale named cross-cultural awareness/competence and 
horizontal scale named attitude towards local staffs (see Figure 7.2).  Then four 
types of aid worker were named based on the idea in Figure 7.1.  
The best position is Empowering type aid work with high cross-cultural 
awareness/competence and proactive behaviour. Next-best position will be the 
Consulting type aid worker with high cross-cultural awareness/competence and 
passive attitude. Then, Urging and Aloof type aid worker follows.  
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In practice, it presumes that if the two variables (gateways) are controlled 
positively, aid workers will be Empowering type and are likely to achieve high 
organisational performance.  
 
Figure 7.2 Matrix model of cross-cultural awareness/competence  




Source: Compiled by author  
 
As for the first gateway, cross-cultural awareness, knowledge and skills may be 
required for enhancing cross-cultural competence (Hampden-Turner and 
Trompenaars, 2000; Hofstede, 2003). First, aid workers need to recognise 
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differences between themselves and the local colleagues. Without the 
awareness, the aid workers expect the same values in the local colleagues and 
it would cause stress between them. Second, the aid workers need to 
understand the local cultures. The knowledge enables the aid workers to accept 
the cultures and reconcile dilemmas caused by the cultural differences. Then, 
third, based on the awareness and knowledge, the aid workers would obtain 
cross-cultural management skills which enable them to identify cultural 
differences and possible solutions. In order to accomplish these objectives, 
stress management skills and language skills are also essential for maintaining 
positive perceptions and avoiding misunderstandings and biases. According to 
Hofstede (2003), these abilities are acquired by training; however, learning 
speed might be varied by personality. In practice, cross-cultural management 
training should be included in the briefing of workers prior to embarking on the 
management of development projects in order to remove unnecessary 
misunderstanding and tension between the actors involved.  
Regarding the second gateway, there are a few studies mentioned about a way 
of behaviour change under aid project setting. However, as Tuchman‟s (1977) 
teambuilding stage explains, team members‟ passive behaviour in the forming 
stage should shift to proactive behaviour in the storming stage naturally if 
teambuilding is successfully implemented. Nevertheless, in case there are 
Urging type of aid workers, they are required to relax, identify the source(s) of 
stress and foster positive perception through the awareness, knowledge and 
skills process.  
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7.14 Chapter summary  
In this chapter, major findings based on the analyses of the data were 
discussed and the hypotheses were tested to answer the research questions. 
As a result, apart from H1 and H2, all hypotheses were supported. In addition, 
the following major findings were obtained. 
 
1. JICA aid workers‟ positive perceptual and behavioural tendency and 
high organisational performance level were identified.  
2. Positive causal relationship between JICA aid workers‟ perception, 
behaviour and their organisational performance was verified. 
3.  The aid workers‟ four major characteristic groups were clarified. 
4. Existence of negative and positive notions behind the perception and   
behaviour was discovered. 
5. Successful aid workers tend to have positive perceptual and 
behavioural tendency 
6. Unsuccessful aid workers are apt to have a negative tendency. 
 
 
As for the cluster analysis, the percentage of four clusters was approximately 
Successful=42%, Relaxed=22%, Frustrated=24% and Detached 12%. For easy 
understanding, the relevant names were given to the four clusters, which are 
Successful, Relaxed, Frustrated and Detached, based on the characteristics. In 
addition, the first two clusters were interpreted as high performance clusters 
(approximately 64%), whereas the rest were dealt with as low performance 
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clusters (approximately 36%) due to the performance score differences. In spite 
of the simple two categorisations, it should be emphasised that the majority of 
the aid workers showed positive perceptual tendencies towards the work 
environment and local colleagues as H1 and H2 were rejected, and moreover, 
the majority also indicated positive behavioural and organisational performance 
tendencies. These names were given to the cluster based on relative difference 
viewpoints.  
Concerning interpretation of the outputs from the cluster analysis, this analysis 
used the Environment factor score as a key indicator for the interpretation 
because it presumed that having a positive perception about the work 
environment forms the foundation of other perceptions. Aid workers who are 
pleased and satisfied about the work environment would accept most cultural 
differences; meanwhile, the aid workers who perceive the environment 
negatively tend to perceive the cultural differences negatively, too.  
During the interpretation process, characteristics of the Frustrated cluster made 
interpretation difficult as they work proactively at the workplaces. Their results 
could be interpreted positively that those in the cluster struggle to work under 
difficult work environments, therefore it is difficult to maintain positive 
perceptions. In addition, although the Relaxed cluster‟s organisational 
performance score was higher than that of the Frustrated cluster, a statistically 
significant difference was not confirmed between them. Nevertheless, as a 
consequence, it reached the conclusion that aid workers in the Frustrated 
cluster were interpreted negatively due to the low Environment factor score, 
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whereas those in the Relaxed cluster were treated positively due to the high 
Environment score. 
As described above, the interpretation considerably relied on the researcher‟s 
personal experiences under JICA aid work and a number of comments from the 
respondents. Unfortunately, the influence of biased perception explained in the 
implicit personality theory effect cannot be removed completely. Despite that, 
the studies confirmed that the findings have validity because the most findings 
were logically reasonable and interpretable from viewpoints of other related-
studies.  
This study does not intend to find a scapegoat for the low organisational 
performance or criticise the aid workers (donors) for having negative 
perceptions and behaviours towards the local staff. Rather, it aims to explore 
and explain the phenomenon in order to provide a basis for better 
understanding the behaviour of actors involved. As a result, new models 
emerged based on the research findings. People‟s perceptions change from 
time to time; however, they are also reinforced both negatively and positively by 
their experiences. As the models suggested, maintaining a positive perception 
on a daily basis is the starting point and fundamentally important for achieving a 
successful organisation. Thus, in order to pursue this objective, further empirical 
research will be required to investigate ways to maintain positive perceptions.  




Chapter 8 Conclusion  
 
8.1 Introduction 
With increasing globalisation of economic activities and diversity of human 
resources, effective management of cross-cultural issues in workplaces has 
gained widespread recognition. Similarly, in aid organisational settings, it is 
often observed that there is a need for effective management of people-related 
issues; simply because human relationships in organisations, especially in the 
context of teamwork, is a major contributing factor in enhancing organisational 
performance. In spite of this common recognition, especially in the aid world, 
these issues are hardly discussed and treated as critical factors for successful 
work. Hence, the present research takes some steps to clarify the significance 
of the people-related issues, especially in the cross-cultural work context.  
In this study, as the first step, a comprehensive range of related studies were 
reviewed. The main findings are: first, people tend to perceive others, especially 
out-groups or foreigners, with bias due to limited information available to them. 
When people perceive, they are not able to perceive every single piece of 
information, thus they complement the information with their past experiences 
based on their frame of references before interpreting the information. Thus, 
people see what they want to see rather than what really is. Second, as argued 
by Pygmalion and Golem effect studies, there are causal relationships between 
the perceiver‟s perception of the targets, perceiver‟s behaviour towards the 
targets and the targets‟ performance. Third, perceiver‟s positive perception of 




the target will have a positive effect on the targets‟ performance enhancement 
rather than his or her negative perception. This is because the perceiver‟s 
positive perception will result in positive behaviour towards the target and 
enhance the targets‟ performance. These studies were mainly conducted in 
educational, military and businesses settings; hence, this study assumed that 
these effects will be also observable under aid project conditions (workplace 
setting). 
Subsequently, based on the results of the past studies, a conceptual framework 
and eight related hypotheses were constructed. First, an investigation of aid 
workers‟ perception was targeted. According to the previous studies, it is 
assumed that the aid workers should be apt to have negative perception 
towards the local people. Second, investigation of causal relationship between 
the aid workers‟ perception at their workplaces, their behaviour towards the 
local colleagues and the organisational performance was planned. This study 
expected that aid workers‟ positive perceptual and behavioural tendency would 
contribute to enhancing organisational performance beyond local colleagues‟ 
performance enhancement. Thus, this study set the perception, behaviour and 
organisational performance as main variables. Third, this research also 
attempted to clarify characteristic differences of successful and unsuccessful 
aid workers (in terms of coping with cultural demands and constraints).  
Consequently, in order to test the hypotheses and achieve the research 
objectives, a web-based survey was designed and implemented amongst 
Japanese aid workers of JICA in 2008. As a result, 244 valid responses out of 
259 total responses were obtained and a number of analyses were conducted.  




8.2 Main findings 
The analysis was divided into two parts: descriptive and inferential. Then the 
descriptive analysis divided into eight parts based on the question categories, 
while the inferential analysis consists of three levels. The findings from these 
analyses were summarised as follows. 
8.2.1 Descriptive analysis 
This analysis was conducted to comprehend the overall tendency of the 
answers from the respondents. By using frequency and percentage differences, 
each question in the eight categories was analysed.  
First, in the background-related question, male, 40s age group, Masters degree 
holder and working in Asia was identified as the prominent feature of the 
respondents. In addition, the majority of them had over five years work 
experience in developing countries. 
Second, as far as perceptual tendencies in the workplace are concerned, the 
results showed that roughly three-quarters of the respondents have positive 
perceptions about their work and of local colleagues; however, concerning 
expectations held from the local colleagues, almost half of the respondents tend 
to be irritated by  the non-cooperative attitude of their local counterparts during 
busy periods. Moreover, 70% of the respondents expected their local 
colleagues to work together during the busy periods. It is suspected that this is 
due to influence of Japanese collective culture.  




Third, concerning behavioural tendencies towards their local colleagues, more 
than four-fifths of the respondents expressed that they tend to keep good 
relationships and close communication with their local colleagues. In addition, 
regarding their motivational behaviour toward the local colleagues, three-
quarters mentioned that they have attempted to motivate their colleagues. Thus, 
behaviour is often used as the incentive; however, utilising a financial incentive 
as a hygiene factor seemed to constitute a minority. Remarkably, nearly four-
fifths of the respondents felt that their motivational attempts worked. 
Fourth, in relation to organisational performance-related questions, a favourable 
organisational performance tendency was identified in three-quarters of the 
respondents. In addition, concerning the attribution of success and failure, both 
self-serving and altruistic tendencies were identified, thus the notion of self-
serving bias was not clearly confirmed in this research.  
Fifth, as for the hygiene factor of the partner organisations, it became clear that 
nearly two-fifths of the local colleagues do not receive enough salary to live on. 
Although salary is considered a hygiene factor, it will be necessary for ensuring 
motivation to work; unexpectedly, this tendency was more prominent in the 
Expert group.  
Sixth, concerning the Japanese team-related question, nearly three-fifths of the 
respondents had Japanese colleague(s). Within the Japanese team, more than 
one-fifth of the respondents indicated the presence of some problems with 
Japanese colleagues and they thought individual work was more effective than 




teamwork. This study assumes that conflicts in the project are partly caused by 
the task culture of the projects.  
Seventh, in relation to management-related questions, four-fifths of the 
respondents answered that they have enough technical and management skills; 
nevertheless, three-fifths of them recognised the importance of cross-cultural 
management skills and sought to attend the course. Regarding the nature of 
problems in the workplace, it was indicated that more than three-fifths of the 
problems are apt to be people-related. Then, by job type analysis, Senior 
Volunteers‟ high self-confidence tendency about management skills under a 
cross-cultural setting was also discovered. Since Senior Volunteers tend to 
have less overseas experiences and negative perceptual and behavioural 
tendencies, their high self-confidence responses are interpreted as self-serving 
perceptual tendencies.   
Finally, regarding the web-based survey-related questionnaire, roughly four-
fifths of the respondents mentioned that a web-based survey was easier to 
respond to than a paper-based one, whereas, concerning the data security 
issues, nearly half of them felt that the data would not be secure.   
In this part, two hypotheses were allocated as follows: 
H1: Japanese aid workers tend to have a negative perception of the local 
staff. 
H2: Japanese aid workers tend to have a negative perception of the work 
environment. 




Based on the results yielded by the analyses, these two hypotheses were 
rejected as the majority of the aid workers showed positive perceptual 
tendencies towards the local colleagues and the work environment. 
8.2.2 Inferential analysis  
The inferential analysis was divided into two levels. The first level of analysis 
was prepared to clarify a causal relationship between the aid workers‟ 
perception, behaviour and the organisational performance. The second level of 
analysis was set to categorise the aid workers and identify characteristics of the 
aid workers.  
In the first level, using path analysis, causal relationships between perception 
related factors (Understanding and Work), behaviour related factors 
(Relatedness) and the organisational performance variable (Performance) were 
established. This result explains that positive perceptions on the part of the aid 
workers causes close human relationships between them and their local 
colleagues. Moreover, this will lead to more harmonised human relationships at 
work which would act positively towards enhancing organisational performance.  
On the other hand, a positive causal-relationship was not identified between 
Environment, Expectation and Stress factor and Encouragement factor. In 
addition, there is no path from Encouragement factor to the performance 
variable. These results were assumed due to both negative and positive 
underlying notions hiding behind the perceptions and behaviours. Low stress 
levels would result from either acceptance of cross-cultural environment or a 
resigned feeling; moreover, encouraging behaviour is also caused by either 




positive perceptions towards the local colleagues or urging them to work hard; 
however, the path analysis is not able to distinguish the differences between the 
notions. Thus, the inferential analysis concluded that the hypotheses below 
were partly supported and further investigation was implemented in the next 
analysis part. 
H3: Japanese aid workers‟ positive perception of the local staff causes 
Japanese aid workers‟ positive behaviour towards the local staff.  
H4: Japanese aid workers‟ positive behaviour towards local staff 
contributes to the enhancement of organisational performance. 
Followed by the first level of analysis, the second level analysis categorised 
Japanese aid workers into four groups by cluster analysis, named Successful, 
Relaxed, Frustrated and Detached, based on differences in perceptual, 
behavioural and organisational performance. It was discovered that the 
percentage of each cluster was approximately as follows: Successful=42%, 
Relaxed=22%, Frustrated=24% and Detached 12%. These results suggest that 
Successful aid workers tend to have positive perceptions of their work and also 
have positive behaviour towards local colleagues. Relaxed aid workers are apt 
to have positive perceptions towards the work and passive behaviour toward 
the local colleagues. The aid workers in these two clusters demonstrated a 
relatively high organisational performance. On the other hand, Frustrated aid 
workers are apt to have negative perceptual tendencies, however, a high level 
of encouragement behavioural score was confirmed, and the Detached cluster 
showed a negative perceptual tendency and passive behaviour in the 




workplaces. In contrast with the former two clusters, the aid workers in these 
two clusters showed relatively lower organisational performance.  
Regarding the possible presence of the two different notions in the factors 
discussed in the first level analysis, by comparing the four clusters, a presence 
of two types of notion hiding behind the perception and behaviour factors come 
into focus. In addition to positive perceptions and behaviour resulting from 
positively accepting the cross-cultural work environment, there are also 
resigned feelings similar to high cross-cultural competent feelings and Urging 
type of encouragement behaviour arising from negative notions in Expectation, 
Stress and Encouragement factors. Even if perceptual and behavioural 
tendencies of the aid workers are similar in number amongst the clusters, the 
notions could be considerably different between successful and unsuccessful 
aid workers. Thus, this study concluded that true positive perception and 
proactive behaviour are preferable; whereas, these perceptions and behaviours 
underpinned by negative notions do not contribute to organisational 
performance. Moreover, as seen in the performance differences between the 
Relaxed cluster and Frustrated cluster, a relaxed work attitude with positive 
perception is more effective than a gung-ho type work attitude with negative 
perception. Based on the series of analyses, the following four hypotheses were 
supported. 
H5:  Successful aid workers have positive perceptions/expectations about 
their work and local colleagues  
H6:  Successful aid workers adopt motivating behaviour towards their local 
colleagues 




H7:  Unsuccessful aid workers have negative perceptions/expectations of 
their work and local colleagues 
H8:   Unsuccessful aid workers adopt uninterested behaviour towards the 
subordinates. 
In these analyses, outputs were roughly categorised into successful and 
unsuccessful groups; however, it needs to be emphasised that the majority of 
the aid workers showed a positive perceptual and behavioural tendency, and a 
high organisational performance. Based on the recognition, the research 
outputs should be interpreted.  
Considering all the findings from the analyses, five main points were reached:  
1.  Maintaining positive perception is the key for successful aid work. 
2. Aid workers‟ positive perception towards the work environment and 
local colleagues create a favourable human relationship in the team and 
enhance the organisational performance. 
3. Aid workers‟ negative perception towards the local colleagues and work 
environment creates superficial relationships in the team and limits the 
organisational performance. 
4. Urging type proactive behaviour will not heavily contribute to 
organisational performance enhancement.   
5. A relaxed work attitude is more effective than a gung-ho type work 
attitude. 




8.3 Theoretical implication 
The findings of this study contribute to presenting new empirical evidences in 
the field of perception studies. A number of Pygmalion effect-related studies 
have been implemented since the notion was introduced; however, these 
studies are mainly conducted under education, business and military settings 
(context) in Western countries and in Israel. Hence, the present Japanese aid 
project study will be the first to contextualise the study in an aid settings setting; 
moreover, being different from original Pygmalion studies, this study showed a 
causal relationship between the actor‟s perception, behaviour and the 
organisational performance beyond the target‟s performance. Regarding the 
causal relationship between the perception and organisational performance, 
there are probably other contributing factors that require further investigations.  
In addition to the above major contribution, considerable impacts were also 
made on attribution theory, needs theory and cross-cultural management 
studies.  Especially, this study‟s categorisation of aid workers gives a new 
understanding on perception studies. The findings prove perceptual and 
behavioural differences between low and high performance aid worker groups. 
Concerning the needs theory, the findings confirm that there is a possibility that 
motivators can compensate for insufficient hygiene factor (Herzberg et al. 1959).  
Above all, as mentioned earlier, the main contribution of the study is its 
contextualisation in the field of aid and Japanese intervention in particular. The 
frame work of analysis developed here constitutes the first attempt in 




conceptualising the perception, causal relationships between aid managers and 
local partners in context of aid and aid development projects.  
8.4 Practical implications 
This study emphasises the influence of perception on organisational 
performance and has identified two factors, which are degree of cross-cultural 
competence and attitude toward local colleagues, which to a large degree 
determine the organisational performance of aid projects (see Figure 7.2, p. 
300). These factors are the key to achieving effective organisations. 
As for practical implications concerning management and leadership, the matrix 
model in Figure 7.2 can be extended further to include cross-cultural awareness 
and skills in that the most effective leadership style is the one that combines 
task- and people-related knowledge and skills but includes cross-cultural 
understanding. The model suggests how to achieve the most effective 
management approach. First, in order to accept local culture, cross-cultural 
awareness, relevant knowledge and skills will be required. Recognising cultural 
differences between aid workers and local colleagues by gaining awareness 
and understanding of local culture, and knowledge and skills provides the basis 
for finding solutions for complex relationship related problems. These 
competences can be acquired by training and development.  
Second, in order to behave proactively, maintaining both a positive perception 
and interaction with local colleagues will be fundamental. The combination of 
negative perception and proactive behaviour can cause Urging type of 
Encouragement.  In case there are Urging type of aid workers, being Relaxed, 




identifying the source(s) of stress and fostering a positive perception need to be 
satisfied beforehand through acquiring awareness, knowledge and skills.  
This study did not attempt to search for practical approaches toward these 
issues; however, aid workers need to understand that no matter how they feel, 
denying local culture and practices and having a negative perception of them 
results in ineffective relationships and ineffective organisations on the whole.  
8.4 Limitations of the study 
Being similar to other social science studies, there are always difficulties to 
generalise research results. In this research, the following four factors are 
considered as limitations.   
The first limiting factor is the relatively low response rate. Due to the voluntary 
basis survey nature and data collection method through being online, it is 
expected that a number of the respondents were not able to participate in this 
survey. Thus, this sampling was treated as partial sampling.  
The second limiting factor is the interpretation method. Based on the past 
related studies, appropriate analysis methods were selected and conducted; 
however, the interpretation of the outputs considerably relied on the 
researcher‟s own personal experiences in JICA aid works and comments made 
by the respondents in the questionnaires. Moreover, in several statistical 
analyses, the outputs with no statistically significant differences were also 
interpreted as significant based on the relative difference in viewpoints. The 
analysis was conducted carefully; however, unavoidably, some minor errors 
could have been included in the analysis.  




The third limiting factor is a matter of difference in national character. The 
research was conducted with Japanese aid workers with JICA aid work in mind 
only. Thus, cautious consideration is advised when the results of this study are 
applied to aid workers with different nationalities. However, as Hofstede (2003) 
explains, human nature is universal and positive perception and behaviour must 
be preferable and will work in most settings.  
The fourth limiting factor is the limited research. This study completely omits 
influences of external environment factors. Being different from developed 
countries, the socio-economic situation in developing countries is not stable and 
it would provide considerable influence on aid activities. Even if there are 
indications of strong teamwork between donors and local staff based on trust 
relationship, unstable socioeconomic factors can ruin these activities. 
Nevertheless, all organisations in the world are continuously exposed to these 
external risks; thus, reinforcing the organisation by positive managerial 
perceptions will be one of the most effective self-defence measures.  
8.6 Suggestions for further research 
Despite the considerable influence of donor staffs‟ managerial perception on the 
quality of the human relationships and organisational performance, this field of 
enquiry has remained relatively neglected. This study expanded and 
contextualised the Pygmalion effect in order to clarify the influence of 
perception/expectation on organisational performance in the context of aid 
project and development. This first-time research provides empirical data on the 
significance of the role of positive perception on the part of the incumbent role 




holder and clarifies characteristic differences between low performance and 
high performance aid workers.  Nevertheless, further researches are suggested 
for proof of the validity and generalisation of the outputs. 
First, more researches under different settings, especially towards respondents 
from different nationalities, will be required. Pygmalion-related studies have 
been conducted mainly in western countries and Israel, while this first time 
study was conducted for Japanese aid workers in this research. In order to 
generalise the research outputs, more cases are essential. 
Second, different variables should be added to clarify detailed interactions 
between the perceiver, target and organisational performance. Especially, in 
this research, perception and behaviour of targets (local colleagues) were not 
investigated due to the research limitations. These further researches with new 
variables would enable providing a distinct explanation for the modelling.  
Third, for practical implications, additional researches will be required to 
discover how notions of positive/negative perceptions are formed in our mind. 
This research also discovered several factors related to the aid workers‟ 
characteristic differences such as certain types of perception and behaviour 
toward the colleagues. However, these factors are insufficient to explain the 
forming process. Thus, it is still required to investigate why aid workers tend to 
have certain types of perception and behaviour. The findings will considerably 
help cross-cultural and stress management in aid projects and their implications.   
In addition, for successful future web-based surveys, although the questionnaire 
site for this survey was protected by data security system, it is significantly 




important for researchers to overcome the perceived security issue and 
reassure respondents. 
To untrained eyes, this study has not yielded something special and/or an 
unexpected result. However, in aid settings, due to misunderstandings caused 
by perceptual tendencies called bias and stereotype, a considerable number of 
people repeatedly are involved in people-related situations in organisations. In 
this sense, these results not only discovered a causal-relationship and the trait 
differences between high performance and low performance manger, but also 
re-emphasise the importance of people-related management skills in 
development projects settings and any other organisations.  
Human nature is universal, thus people seek positive perception, expectation 
and recognition from others; however, unfortunately, the majority of people 
suffer from stress emanating from negative perceptions from others at 
workplace. We need the positive information from our external environment in 
order to think and behave positively. A broadened mind formed by positive 
perceptions enables people to interact with one another warmly and 
compassionately. In the end, the positive perceptions towards others will not 
only improve work performance and environment, but also contribute to creating 
humane life, forgotten due to the dominance of efficiency-first principle.   
Finally, applying the findings to the author‟s life as a researcher, it also 
repeatedly proved how positive expectations from people and cordial 
relationships are important to maintain spiritual well-being and pushing forward 
to complete the greatest challenges in life. In the last four years, a number of 




times, I nearly lost motivation and self-discipline; nevertheless, I did go forward 
because I have continuously received positive expectation from my supervisor. 
In addition, my colleagues have animated my solitary and routine life. I would 
have never been able to finish my work without the warm and positive influence 
of people around me.  
If people use their imagination, it is oblivious that almost everyone likes to be 
praised rather than being blamed. In order to create cordial relationships, what 
is required for us will be using imagination and understanding people‟s feelings 
as well as having positive perceptions of others.  I believe this practice will help 
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Appendix A Covering letter for JICA office (English) 
  
17th July 2008 
Japan International Cooperation Agency 
Resident Representative of India office 
 
University of Bradford, Doctoral student 
Takao Inamori 
Japan Overseas Cooperation Volunteer (1st batch 1998) 
JICA Associate Expert (2001-2004) 
t.inamori@bradford.ac.uk 
 
Request for on-line survey  
“JICA aid workers’ awareness regarding the work in developing country” 
Dear Sir or Madam,  
My name is Takao Inamori. Currently I am studying cross-cultural management at the 
University of Bradford, UK. As a part of my research, an on-line survey concerning JICA aid 
worker’s awareness in the cross-cultural workplace is planned. Hence, I am requesting 
your participation in this survey.  
The survey will be conducted amongst JICA Experts, Senior volunteers and Grass-roots 
project staff who work with local counterpart staff in JICA projects. The results are 
expected to make constructive suggestions for successful future aid work. Concerning 
ethical issues, the questionnaire is anonymous and prepared with careful consideration. In 
addition, the output will be reported to the participants within one month after the survey.  
I am sorry to bother you during your busy aid activities; however, I would like to request 
your cooperation for this survey. If you choose to participate, please photocopy the 
attached letter and distribute it to the aid workers in your country. 
If you have any question regarding this survey, please send e-mail to 
t.inamori@bradford.ac.uk  
<P.S.> 
*1. Concerning this survey, I made enquiries to JICA headquarters in March 2008; however, 
I was asked to send requests directly to JICA overseas offices. Hence, this request letter 
was sent to your office without passing through the headquarters. 




1.  Request letter for Expert, Senior Volunteer and Grass-roots level project staff 





Appendix B Covering letter for JICA office (Japanese) 
                                  
 
































※1 本調査につきまして今年３月に JICA 本部に問い合わせましたところ、在外事務所に直接協力
依頼をするよ うにとのことでしたので 、直接ご連絡させていただいております 。                       
※2 本文と同様の御依頼文を 7月 26日(土)に貴事務所宛に電子メールにて送信予定です。  
敬具  
別添書類 
１． 専門家、シニアボランティア、草の根技協スタッフの皆様への御依頼文                                 
オンラインアンケート「途上国業務に関する意識調査」調査協力のお願い 








Appendix C Covering letter for JICA aid worker (English) 
 
17th July 2008 
 
Request for on-line survey 
 “JICA aid workers’ awareness regarding the work in developing country” 
 
Dear sir or madam 
My name is Takao Inamori. Currently I major in development studies at University of 
Bradford, UK. After working as JOCV volunteer and JICA expert, I am now conducting 
research on the effectiveness of aid activities based on experience in the field.  
As a part of the research, an on-line survey concerning JICA aid worker’s awareness within 
the cross-cultural workplace was prepared to explore your situation and thoughts in such 
a work environment. 
In this survey, I would like to ask following JICA aid workers to participate: 
*Expert/ Coordinator (include short-term Expert) 
*Senior volunteer (include Nikkei volunteer) 
*Grass-roots level project staff 
This questionnaire is anonymous and the data is protected by security programme. 
In addition, the survey will only take approximately 10 minutes to complete by 
mainly clicking. 
The web-address, login ID and password of the survey site are as follows:  
********************************************************************************** 
http://takaobradford.air-nifty.com/chosa/ 
Login ID: jica08 (please type in lower case letters) 
Password: 1234567  
********************************************************************************** 
I would appreciate it if you could answer the questions by 31st of August. 
The results will be counted and reported within one month after the survey.    








Appendix D Covering letter for JICA aid worker (Japanese) 
                                 














































Appendix E Questionnaire for JICA aid worker (English) 
 
Awareness survey regarding work in developing country 
Thank you very much for taking time to participate in this survey.  
The survey is part of a study aimed at achieving better understanding of what working in a developing country 
entails. This questionnaire was prepared to clarify how you perceive your current working environment and your 
perception of colleagues from the local area in general and the domestic environment, [or regions] in general.  
All your responses will be treated strictly as confidential. In addition, the questions have been designed such 
that none of them can be used to identify individual respondents. 
Please note further that your responses and comments will not be used except for academic and research 
purposes.. So, in answering the questions, please select the first answer that comes to mind.  
 
First, please answer following questions. These (questions 1-15) have been  prepared for classification  and 










〇0-29 years old 
〇30-39 years old 
〇40-49 years old 
〇50-59 years old 





















Q4: Assigned region (drop down menu) 
 
 





Q6: Affiliation in Japan 
〇Central Government  
〇Local Government 
〇JICA staff 
〇Private consulting company 
〇Private Company 
〇educational Institution  




























Q9: Contract period 
〇Long-term (1 year <) 







Q10: Total contract period  
(Due to ambiguous question, this question was removed from the analysis) 





* In case you renew contract and continuously work in same country, please answer total working period 
including previous contract period. 
〇< 6 months 
〇6-11 months 
〇12- 23months 
〇24-35  months 





Q11: Months since you arrived 
*In case your contract is shuttle type, please indicate your total working period in your assigned country 
* In case you renew contract and continuously work in same country, please indicate total working period 
including previous contract period. 
〇< 6 months 
〇6-11 months 
〇12- 23months 
〇24-35  months 





Q12: Language in workplace 









Q13: Overseas experience (Over three months experience only) (Multiple answer) 
〇 JICA related work 
〇JBIC (Japan bank of international cooperation) related work 
〇MOFA (Ministry of foreign affair) related work 
〇NGO related work 












Q14: Total experience of working in developing country(ies) (Number of months)  
* Please include current working period. 







〇 36-47  months 
〇48-59 moths 





Q15: Total number of months working in JICA related work in developing country(ies)  
* Please include current working period. 
〇< 12 months 
〇12-23 months 
〇24- 35months 
〇 36-47  months 
〇48-59 moths 






14/40 questions are completed 
 
 
Please answer following question. 
It is understood that feelings and reactions vary over time, therefore please indicate what your overall feeling or 
reaction is when answering the following questions. 
In cases where there are more than one local colleague, please base your answer on your overall or general 
feeling or reaction toward the group. 
  
Q16: Please answer questions about your work and activities. 
 





A I find my work challenging. □ □ □ □ 
B I enjoy my work. □ □ □ □ 
C Sometimes I am depressed about my work. □ □ □ □ 
D My activities are appreciated by local colleagues. □ □ □ □ 
E I like atmosphere of my workplace. □ □ □ □ 
F Work environment is well arranged by partner organisation. □ □ □ □ 
G I can accept the work process and practice of partner 
organisation. 
□ □ □ □ 
H I like to work with my local colleagues. □ □ □ □ 
I I am stressed from responsibility to achieve the planned target. □ □ □ □ 
 
Q17:  Please answer following question. (Respondents with previous overseas work experience only) 
 





      






Q18: What is the main cause of the underdevelopment in your assigned country? (Single answer) 
〇  Government/Leaders 
〇 Socio-economy 
〇Natural environment 






Q19: Concerning your local colleagues, please answer following questions. 
* In case you have more than one local colleague, please answer general feeling toward them. 
 





  Colleagues are cooperative to our activities. □ □ □ □ 
 
Q.20: If you choose “Disagree” or “Tend to Disagree” in Q19, Please give reasons below.  
(Multiple answer) 
〇  Insufficient incentive 
〇 Weak goal-oriented organisation culture 
〇Time constraint 
〇 National culture 





Q21: Concerning your local colleagues, please answer following question. 
 





A In a busy period, if local colleagues are not working as hard as I 
expected them to do, I get  irritated. 
□ □ □ □ 
B When I work hard, I feel local colleagues also should work 
equally as hard. 
□ □ □ □ 
C Local colleagues should be grateful for what the Japanese side 
have done to them [or done for their locality?] 
□ □ □ □ 
D I think my local colleagues have enough ability to implement 
their task. 
□ □ □ □ 
E Local colleagues will enhance their abilities through working 
with me. 
□ □ □ □ 
F My attitude affects behaviour of my local colleagues. □ □ □ □ 
G I believe my local colleagues implement their task as we 
planned. 
□ □ □ □ 
H My local colleagues work hard by my encouragement. □ □ □ □ 
I I trust my local colleagues. □ □ □ □ 
 
Q22: Please select the most appropriate type of relationship with your local colleagues. 
 
〇  Colleagues 
〇 Student and Teacher 
〇  Boss and Subordinate 
〇  Implementer and Supporter 










Q23.: Concerning your local colleagues, please answer following questions. 





A I keep good [have a good] relationship with my local colleagues. □ □ □ □ 
B My local colleagues get enough salary to live on. □ □ □ □ 
C I keep close communication with my local colleagues. □ □ □ □ 
D My local colleagues prefer to be ordered rather than to be 
delegated. 
□ □ □ □ 
E I have warned strictly or reproached my one or more of local 
colleagues. 
□ □ □ □ 
F I think my local colleagues will not be depressed even if I issue 
strict warnings to them or reproach them. 
□ □ □ □ 
 
Q24: Please answer following question. 





 I have attempted some activities to promote cordial relations 
with local colleagues. 
□ □ □ □ 
 
 
Q25: If you chose “Agree” or “Tend to Agree” in Q24, what did you attempt?  (Multiple answer) 
〇  Have more conversation  
〇 Invite for a meal 
〇  Organised a party 





Q26: Concerning your local colleagues, please answer following question. 
 





 I have attempted to motivate local colleagues. □ □ □ □ 
 
Q27: If you chose “Agree” or ”Tend to Agree” in Q26, what did you attempt? (Multiple answer) 
〇  Give some present(s)〇  Imply possibility of training in Japan 
〇  Use financial incentive 
〇  Show advantage of obtained skills 
〇  Give recognition for good work 
〇  Delegate responsibility of work 






Q28: If you chose “Agree” or ”Tend to Agree” in Q26, please answer following question. 
 











Q29. Concerning your local colleagues, please answer following question. 
 





 I think my local colleagues motivate me as well. □ □ □ □ 
 
Q30: If you chose “Agree” or “Tend to Agree” in Q29, how do your local colleagues motivate you?  
(Multiple answer) 
〇  Be cooperative 
〇  Acknowledge my work  
〇  Show growth at work 









Q31: Concerning your activities, please answer following question. 
 
* In case you have more than one activity, please give indication of overall progress. 





 Our activities are progressing very well comparison with the 
plan. 
□ □ □ □ 
 
Q32: If you chose “Agree” or “Tend to Agree” in Q31, please select primary reason you think. 
〇  Effort by Japanese side 
〇  Effort by partner country side 
〇  External environment 





Q33: If you chose “Disagree” or “Tend to Disagree” in Q31, please select most important primary 
reason from your point of view.  
〇  Influence of Japanese side 
〇  Influence of partner country side 
〇  External environment 





Q34: Do you have Japanese colleagues? 
*In case you have mutual goal with Japanese colleagues, please select “Yes”, meanwhile, if you work 
separately based on different goal setting, please select “No”  
〇  Yes 









Q35: If you chose “Yes” in Q34, please answer following questions. 





A Teamwork of Japanese side is good. □ □ □ □ 
B I think the level of  teamwork in  Japanese side heavily affects 
project performance. 
□ □ □ □ 
C I feel activities of Japanese team will be more effective if I work 
alone. 
□ □ □ □ 
D I prefer to work with local colleagues rather than work with 
Japanese colleagues. 





Q36: Concerning your thought about management, please answer following questions. 
 





A I have enough skill and knowledge to manage required task. □ □ □ □ 
B I am confident about managing people and working in cross-
cultural workplace. 
□ □ □ □ 
C I have more people-related problems rather than task-related 
problems. 
□ □ □ □ 
 
Q37: Concerning your thought about management, please answer following questions.  
 





 I feel the need of cross-cultural management skill. □ □ □ □ 
 
Q38: What kind of [additional?]ability or knowledge do you need to improve your work effectiveness? 
(Multiple answer, Maximum three answers) 
〇  Language skill 
〇  Understanding local culture  
〇  Appropriate technical skill 
〇  Cross-cultural management skill 
〇  Communication skill  
〇  Teaching method 





Q39: Concerning your thought about management, please answer following questions. 
 





A If there is an opportunity to attend a short course of stress 
management, I would like to attend it. 





B If there is an opportunity to attend a short course of stress 
management, I would like to attend it. 
□ □ □ □ 
C Management is practice rather than theory. □ □ □ □ 
 
Q40. Concerning web-base survey, please answer following questions. 
 





A It was easier to answer this web-based survey compared with 
paper-based survey. 
□ □ □ □ 
B From data protection viewpoint, I think web-based surveys are  
safe. 
□ □ □ □ 
 







In case you need reply mail regarding your comment, please leave your e-mail address in Q42. 
 







This is end of the questionnaire. 
Thank you for your cooperation. 
The results will be sent within one month after this survey. 






Appendix F Questionnaire for JICA aid worker (Japanese) 
















Q1 性別  
 男性  
 女性  
 その他・コメント  
   
Q2 年齢  
 ～29歳  
 30～39歳  
 40～49歳  
 50～59歳  





 その他・コメント  
   
Q3 最終学歴  
 高校  
 短大／各種専門学校  
 大学  
 修士  
 博士  
 その他・コメント  
   




Q5 派遣国  
 
     
 
 
Q6 日本での所属先  
 国家公務員（教員を除く）  
 地方公務員（教員を除く）  
 JICA職員（国際協力専門員・ジュニア専門員を含む)  
 開発コンサルタント会社  
 一般企業（開発コンサルタント会社を除く）  
 教育機関（国公私立全てを含む）  
 公益法人  
 NGO/NPO  





 その他・コメント  
   
Q7 現在の職種  
 チーフアドバイザー  
 専門家  
 業務調整員  
 シニアボランティア（日系社会シニアボランティアを含む）  
 草の根技術協力プロジェクトスタッフ  
 その他・コメント  
   
Q8 契約の形態 (専門家・業務調整員の方のみお答えください）  
 業務実施契約（簡易型を含む）  
 省庁推薦  
 JICA推薦  
 削除  
 その他・コメント  
   
※ 間違って回答された方、削除を選択ください。  
 
Q9 派遣形態  
 長期（1年以上）  
 短期（1年未満）  
 シャトル型  
 その他・コメント  










 6 ヶ月未満  
 6 ヶ月～1年未満  
 1年～2年未満  
 2年～3年未満  
 3年以上  
 その他・コメント  








 3 ヶ月未満  
 3 ヶ月～6 ヶ月未満  
 6 ヶ月～1年未満  
 1年～2年未満  
 2年～3年未満  
 3年以上  
 その他・コメント  
   
Q12 業務に使用する言語  
挨拶等を含まず、業務に使用する主な言語をお答えください。 
 
 英語  
 スペイン語  





 日本語  
 その他・コメント  
   




 JICA関連業務  
 JBIC関連業務  
 外務省関連業務  
 青年海外協力隊  
 NGO（ボランティアを含む）関連業務  
 国連（ボランティアを含む）関係業務  
 公益法人関連業務  
 一般企業  
 留学・語学留学  
 ワーキングホリデー・海外実習  
 研究機関、文科省等による研究・学術交流  
 その他･コメント  
   
 
該当する回答がない場合、無回答と区別をつけるため「その他・コメント」欄に「なし」とご記入願います。  





 1年未満  
 1～2年未満  
 2～3年未満  
 3～4年未満  





 5年以上  
 その他・コメント  
   




 1年未満  
 1～2年未満  
 2～3年未満  
 3～4年未満  
 4～5年未満  
 5年以上  
 その他・コメント  











の公的機関と実施することが多いので、相手国の公務員さんが C/P となるケースが多いようです。 
Q16 業務・活動に関してについて以下の質問にお答えください。  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A 活動にやりがいを感じる 
    
B 仕事が楽しい 
    
C 活動に関して時々落ち込むことがある 





D 私の活動は C/Pに受け入れられていると思う 
    
E 職場の雰囲気は好きだ 
    
F 職場環境は C/P機関によってよく整えられている 
    
G C/P機関の業務の進め方を受け入れられる 
    
H C/P と活動をするのが好きだ 
    
I  活動目標を達成しなければならないことにストレス 
 を感じる     
Q17 （前に途上国での業務経験がある方のみ） 業務・C/Pについて以下の質問にお答えください。 
 
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 削除 
前の任地と今の任地をよく比較する 
     
  
     
※ 間違って回答された方、削除を選択ください。  
    




 政府・指導者（指導力の欠如・汚職等）  
 社会経済の影響（グローバル化・債務等）  
 自然環境の影響（気候による低農業生産性等）  
 先進国の影響（途上国に対する援助政策等）  
 国民性（問題に対する関心の低さ等）  
 その他・コメント  
   




  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
C/Pは活動に対して協力的だ    だ            







Q20 Q 19 で 「いいえ」「どちらかと言えばいいえ」と回答した方のみお答えください。その原因は何だと思います
か？（複数回答可）  
 インセンティブ（やる気を起こさせる物・環境）が不十分  
 「目的を達成しよう！」という組織文化がない  
 時間的制限（C/Pが常勤でない等）  
 国民性  
 副業に忙しい  
 その他･コメント  
   
 
Q21 C/Pに関して以下の質問にお答えください  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A 忙しい時に C/Pが一生懸命働かないと 
   イライラする     
B 忙しい時は C/P も協力すべきだと思う 
    
C C/Pは日本側がやっている活動に感謝 
   すべき だと思う     
D C/Pは業務を遂行するのに十分な能力 
   を携えて いると思う     
E 日本側との業務を通じて C/Pの能力は 
   向上すると思う     
F 私の業務に対する姿勢は C/Pに影響を 
   与えていると思う      
G C/Pが業務をちゃんと遂行すると信じ 
   ている     
H C/Pを励ます事によって彼らのヤル気は 
    高まると思う     
I  C/Pは信用できる 
    
 
Q22 C/P との関係で最も当てはまるものをお選びください。  
どの関係が最も良いということはありません。率直にお答えください。 
 
 同僚  
 教師と生徒  
 上司と部下  
 実施者と支援者  
 親と子供  





 その他･コメント  
   
Q23 C/Pに関して以下の質問にお答えください。  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A C/P と良好な関係を築いている 
    
B C/Pは生活するのに十分な給料を得ている 
    
C C/P とは密に連絡をとっている 
    
D C/Pは仕事を任されるより、指示されるほう 
   を好む     
E C/Pをきつく注意したこと、または怒ったこと 
   がある     
F C/Pはきつく注意、または怒ってもあまり 
   落ち込まないと思う     
Q24 以下の質問にお答えください。  
  いいえ どちらか言えばいいえ どちらかと言えばはい はい 
C/P と良好な関係を築くために何らかの試み 
をしたことがある     
Q25 Q 24 で 「はい」「どちらかと言えばはい」と回答された方のみお答えください。どのような試みをしました
か？（複数回答可）  
 会話の頻度を増やす  
 食事に誘う  
 パーティを計画する  
 週末を一緒に過ごす  
 その他・コメント  
   
Q26 C/Pに関して次の質問にお答えください。  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
C/Pのヤル気が出るようによく励ます     





Q27 Q 26 で 「はい」「どちらかと言えばはい」 とお答えの方、具体的にどのように励ましましたか？（複数回答
可能）  
 プレゼント（物、食事等）をする  
 本邦研修の可能性を示す  
 金銭的なインセンティブ（報奨）を使う  
 業務を通じて得られる技能の有効性を示す  
 仕事の成果を認めてあげる・ほめてあげる  
 仕事の一部を任せる  
 自分たちの業務が国へ貢献することを示す  
 その他･コメント  
   
Q28 Q 26 で「はい」「どちらかと言えばはい」とお答えの方のみ回答ください。 
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 削除 
C/Pへの励ましの試みは成功しましたか？ 
     
  
     
※ 間違って回答された方、削除を選択ください。 
    
Q29 C/Pに関して以下の質問にお答えください。  
 
  
     いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
C/Pから励まされることがある 
           
Q30 Q 29 で「はい」「どちらかと言えばはい」とお答えの方、どういう時にそのように感じますか？（複数回答可）  
 C/Pが活動に対し積極的になった時  
 C/Pが自分の仕事を認めてくれた時  
 C/Pに何かしらの向上・改善が見えた時  
 C/Pが一生懸命働いているのを見た時  
 その他・コメント  













      いいえ   どちらかと言えばいいえ どちらかと言えばはい  はい 
計画に対して活動はうまく進んでいる 
            
 
Q32 Q 31 で「はい」「どちらかと言えばはい」とお答えの方、うまくいっている一番の原因は何だと思いますか？  
 日本側の努力（在外・国内支援を含む）  
 相手国側の努力（国、組織、人を含む）  
 相手国の外的環境（自然環境・社会経済等）  
 実施体制のデザイン  
 削除  
 その他･コメント  
   
※ 間違って回答の方、削除を選択ください。  
Q33 Q 31 で「いいえ」「どちらかと言えばいいえ」と回答の方、うまくいっていない一番の原因は何だと思います
か？  
 日本側の問題（在外･国内支援を含む）  
 相手国の問題（国・組織･人を含む）  
 相手国の外的環境（自然環境･社会経済等）  
 実施体制のデザイン  
 削除  
 その他・コメント  





※ 間違って回答の方、削除を選択ください。  






 いる  
 いない  
 その他･コメント  
   
 
 
Q35 職場に「日本人の同僚がいる」と回答された方のみ、以下の問にお答えください。  
 
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A 日本側のチームワークは良い 
    
B 日本側のチームワークは活動に大きな影響を 
 与えると思う     
C もし一人で活動したらもっと効果的な活動が 
 できると思うことがある     
D 日本人の同僚と仕事をするより、C/P とする 
 ほうが好きだ     
  
    
※ 間違って回答の方。 
















    
B 途上国での業務・活動管理には自信がある 
    
C 活動を進める際、担当分野に関する技術的な問題より 
人間関係に関する問題が多い     
  
    
※ Cの例 













Q37 以下の質問にお答えください。  
 
マネージメント＝活動・業務などの管理  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
異文化を考慮したマネージメント手法のスキル 
（技能）の必要性を感じる     
Q38 活動の効率性を高めるために、どのような知識・能力等がご自身に必要だと思いますか？（複数回答可）  
 ※3個まで回答可能です。  
 語学能力の向上  
 相手国文化の理解  
 相手国のレベル・現状に合った知識・技術  
 交渉力・コミュニケーション能力（語学力を除く）  
 C/Pをヤル気にさせる能力  
 現地に合った指導方法  
 C/P機関に対する強い権限  
 その他･コメント  
   
Q39 以下の質問にお答えください。  
 
マネージメント＝活動・業務などの管理  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A.  異文化を考慮した効果的なマネージメント方法 
    に関する研修があったら受講したい     
B.  ストレスマネージメント方法に関する研修があった 
     ら受講したい     
C. マネージメントは理屈より実践だと思う 
    
  
    
※「ストレスマネージメント」とは、ストレスに対しどうやって対処するか？解消するか？ 





Q40 インターネットを使ったアンケートに関して以下の質問にお答えください。  
  いいえ どちらかと言えばいいえ どちらかと言えばはい はい 
A 紙のアンケートと比べて答えやすい 
    
B （データの機密性に関して）インターネットを 
   使った アンケートは安全だと思う     
  
    
※本アンケートサイトは、データセキュリティー対策が施されております。 
  




















































































































1 Asia Afghanistan 2 1     1   
2   Bangladesh 1     1     
3   Bhutan 11 2 8     1 
4   Cambodia 12 11 1       
5   China Republic 0           
6   East Timor 4 3   1     
7   India  8 4   4     
8   Indonesia  12 11       1 
9   Kirghiz 0           
10   Lao 6 4 1 1     
11   Malaysia 0           
12   Maldives 2       1 1 
13   Mongolia 1 1         
14   Myanmar 3 3         
15   Nepal 5 2 2 1     
16   Pakistan 6 3 2     1 
17   Philippines 12 10   2     
18   Sri Lanka 10 7 2 1     
19   Tajikistan 0           
20   Thailand 3 2       1 
21   Uzbekistan  5 2 3       
22   Vietnam 12 11 1       
23 Latin  Argentina 2 1       1 
24 America/ Belize 0           
25 Caribbean Bolivia 4 3 1       
26   Brazil 5 2 3       
27   Castalia 2   2       
28   Chilli 0           
29   Colombia 5 1 4       
30   Dominica Commonwealth  0           
31   Dominican Republic 1 1         
32   El Salvador 6 5 1       
33   Ecuador 1 1         
34   Guatemala 0           





36   Jamaica 2 1 1       
37   Mexico 5   3 1   1 
38   Nicaragua 2 2         
39   Panama 0           
40   Paraguay  0           
41   Peru 0           
42   Saint Lucia 1 1         
43   Saint Vincent 0           
44   Uruguay 0           
45   Venezuela 0           
46 Europe Bulgaria 0           
47   Rumania 0           
48   Vulcan  1 1         
49 Oceania Fiji 0           
50   Marshall 2   2       
51   Micronesia 0           
52   Palau 2   2       
53   Papua New guinea 0           
54   Samoa 1 1         
55   Solomon islands 1     1     
56   Tonga 0           
57   Vanuatu 0           
58 Middle Egypt 3   3       
59 East Gaza 7 6   1     
60   Iran 0           
61   Jordan 6 3 3       
62   Morocco 6   6       
63   Saudi Arabia 4 3       1 
64   Syria 2 1 1       
65   Tunisia 5   5       
66   Turkey 0           




Benin 2 2         
69 Africa Botswana 2   2       
70   Burkina Faso 0           
71   Cameroon 2 1     1   
72   Congo Republic 0           
73   Cote d'Ivoire 0           
74   Djibouti 0           
75   Ethiopia 4 1 1     2 
76   Gabon 0           





78   Kenya 7 7         
79   Madagascar 1 1         
80   Malawi 7 4 2 1     
81   Mozambique 1 1         
82   Namibia 0           
83   Niger 2 2         
84   Nigeria 0           
85   Rwanda 0           
86   Senegal 6 6         
87   Sierra Leonean 3 3         
88   South Africa 1     1     
89   Sudan 0           
90   Tanzania 3 3         
91   Uganda 2 2 0       
92   Zambia 6 3 2 1     
93   Zimbabwe 0           
  
Country   2 2         
Unknown   1   1       
    2 2         
    1 1         
  
Total 259 158 68 18 5 10 
Valid response 244 158 68 18     
 
Appendices 
 
370 
 
 
 
 
A
p
p
e
n
d
ix
 I
 R
e
sp
o
n
d
e
n
ts
 b
y
 r
e
g
io
n
 
